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OVERSIGHT: EQUAL ECONOMIC OPPORTUNITY FOR NEW YORKERS WITH DISABILITIES


I. INTRODUCTION
On May 5, 2026, the Committee on Disabilities, chaired by Council Member Shahana Hanif, will conduct an oversight hearing titled Equal Economic Opportunity for New Yorkers with Disabilities. Witnesses invited to testify include representatives from the New York City (“NYC” or “City”) Mayor’s Office for People with Disabilities (MOPD) and the NYC Department of Small Business Services (SBS), as well as disability service providers, workforce development organizations, advocacy groups, and other interested stakeholders.
II. BACKGROUND
Equal economic opportunity and employment for individuals with disabilities is governed by a combination of federal, state, and local laws. The City provides the most expansive legal protections for individuals with disabilities through the NYC Human Rights Law (NYCHRL).[footnoteRef:2] Pursuant to the Local Civil Rights Restoration Act (Local Law 85 of 2005), the NYCHRL must be construed independently of, and more broadly than, comparable state or federal civil rights statutes, which function as a floor rather than a ceiling.[footnoteRef:3] The NYCHRL covers employers of any size for disability discrimination claims, including those with just one employee.[footnoteRef:4]  [2:  N.Y.C. Admin. Code §§ 8-101 to 8-131.]  [3:  N.Y.C. Admin. Code § 8-130(a) (2024); see also N.Y.C. Local Law No. 85 (2005); N.Y.C. Comm'n on Human Rights, Legal Enforcement Guidance on Discrimination on the Basis of Disability n.4 (2024), available at https://www.nyc.gov/site/cchr/law/disability-discrimination-legal-guidance.page.]  [4:  N.Y.C. Admin. Code § 8-102(5) (2024); see also Schwartz Perry & Heller LLP, Comparing NY State vs. NYC Disability Protections (Sept. 2025), available at https://www.schwartzandperry.com/blog/2025/september/comparing-ny-state-vs-nyc-disability-protections/.] 

The NYCHRL defines disability as any physical, medical, mental, or psychological impairment, or a history or record of such impairment.[footnoteRef:5] Both temporary and short-term injuries, as well as chronic conditions, may qualify even if they do not substantially limit a major life activity.[footnoteRef:6] The law also extends protection to individuals perceived by their employer to have a disability, regardless of formal medical diagnosis.[footnoteRef:7] Beyond antidiscrimination protections, the NYCHRL imposes an affirmative procedural obligation: employers must engage in a “cooperative dialogue” – a written or oral good-faith exchange – with any person who requests or may need a reasonable accommodation, a mandate that goes beyond what federal or state law requires and that is independently enforceable.[footnoteRef:8] [5:  Id.]  [6:  N.Y.C. Admin. Code § 8-102(16) (2024); NYC Commission on Human Rights, Legal Enforcement Guidance on Discrimination on the Basis of Disability (2024), available at https://www.nyc.gov/site/cchr/law/disability-discrimination-legal-guidance.page (last visited May 1, 2026).]  [7:  N.Y.C. Admin. Code § 8-107(1)(b) (2024); NYC Commission on Human Rights, Legal Enforcement Guidance on Discrimination on the Basis of Disability (2024), n.4, available at https://www.nyc.gov/site/cchr/law/disability-discrimination-legal-guidance.page (last visited May 1, 2026).]  [8:  N.Y.C. Admin. Code §§ 8-102(2), 8-107(28) (2024); NYC Commission on Human Rights, Legal Enforcement Guidance on Discrimination on the Basis of Disability (2024), n.4, available at https://www.nyc.gov/site/cchr/law/disability-discrimination-legal-guidance.page (last visited May 1, 2026).] 

Further, the Council passed Local Law 12 of 2023, requiring local agencies to develop five-year accessibility plans, which must include, at a minimum, both current actions and future commitments to ensure that agency workplaces, services, programs, and activities are fully accessible, inclusive, and accommodating for individuals with disabilities.[footnoteRef:9]  [9:  Local Law 12 for the year 2023.] 

At the state level, the New York State (“NYS” or “State”) Human Rights Law (NYSHRL) provides strong protections that build upon federal law, including a broader conception of disability and accommodation in employment.[footnoteRef:10] At the federal level, baseline protections are established by Title I of the Americans with Disabilities Act of 1990 (ADA) and Sections 503 and 504 of the Rehabilitation Act of 1973, which prohibit employment discrimination and require reasonable accommodations.[footnoteRef:11] These laws also impose affirmative obligations on certain federally funded entities and contractors, forming the national floor upon which state and local protections are built.[footnoteRef:12] [10:  N.Y. Exec. Law §§ 290–301, available at https://dhr.ny.gov/system/files/documents/2024/05/hrl.pdf. The NYSHRL defines disability as a physical, mental, or medical impairment resulting from anatomical, physiological, genetic, or neurological conditions that either prevents the exercise of a normal bodily function or is demonstrable by medically accepted clinical or laboratory diagnostic techniques, or a condition regarded by others as such an impairment, provided that, in the employment context, the condition does not prevent the individual from performing the job in a reasonable manner with accommodation. N.Y. Exec. Law § 292(21), available at https://dhr.ny.gov/system/files/documents/2024/05/hrl.pdf.]  [11:  Title I prohibits private employers, state and local governments, employment agencies, and labor unions from discriminating against qualified individuals with disabilities in job application procedures, hiring, firing, advancement, compensation, and job training. 42 U.S.C. § 12112. Note: the term “employer” means a person engaged in an industry affecting commerce who has 15 or more employees for each working day in each of 20 or more calendar weeks in the current or preceding calendar year, and any agent of such person, except that, for two years following the effective date of this subchapter, an employer means a person engaged in an industry affecting commerce who has 25 or more employees for each working day in each of 20 or more calendar weeks in the current or preceding year, and any agent of such person. Id. Sections 503 and 504 of the Rehabilitation Act of 1973: Section 503 prohibits federal contractors and subcontractors from discriminating in employment against individuals with disabilities and requires employers to take affirmative steps to recruit, hire, promote, and retain individuals with disabilities. 29 U.S.C. § 793, available at https://www.eeoc.gov/rehabilitation-act-1973. Section 504 prohibits recipients of federal financial assistance from denying employment opportunities, including hiring, promotion, training, and fringe benefits, on the basis of disability. 29 U.S.C. § 794, available at https://www.hhs.gov/sites/default/files/ocr/civilrights/resources/factsheets/504.pdf.]  [12:  Id. ] 

Federal law also establishes a range of programs designed to support the financial education and economic self-sufficiency of individuals with disabilities.[footnoteRef:13] The United States (U.S.) Social Security Administration administers two primary disability benefit programs – Social Security Disability Insurance (SSDI) and Supplemental Security Income (SSI) – through which eligible individuals may receive monthly payments and access to Medicare or Medicaid, including under special work incentive rules that allow recipients to maintain benefits while employed.[footnoteRef:14] The Achieving a Better Life Experience (“ABLE”) Act created tax-advantaged savings accounts for individuals with disabilities, permitting contributions from account holders, family members, employers, and Special Needs Trusts for qualified expenses spanning housing, healthcare, transportation, education, and retirement.[footnoteRef:15] The Workforce Innovation and Opportunity Act (WIOA) extends financial literacy education to both youth participants and adult job seekers with disabilities,[footnoteRef:16] while the Community Reinvestment Act provides a mechanism for banks to invest in workforce development, financial coaching, and entrepreneurial assistance for low- and moderate-income individuals, including those with disabilities.[footnoteRef:17] Additional federal resources – including the Consumer Financial Protection Bureau’s financial empowerment materials, the Federal Deposit Insurance Corporation’s Money Smart program, the Earned Income Tax Credit (EITC) Assistant,[footnoteRef:18] and free Volunteer Income Tax Assistance sites – are available to help individuals build financial skills, navigate benefits, and meet long-term economic goals.[footnoteRef:19] [13:  U.S. Department of Labor, Financial Education and Incentives (n.d.), available at https://www.dol.gov/agencies/odep/program-areas/individuals/financial-education-asset-development (last visited May 1, 2026).]  [14:  Id.]  [15:  Id.]  [16:  U.S. Department of Labor, Workforce Innovation and Opportunity Act (n.d.), available at https://www.dol.gov/agencies/eta/wioa (last visited May 2, 2026). ]  [17:  U.S. Federal Reserve, Community Reinvestment Act (CRA) (last updated Mar. 28, 2024), available at https://www.federalreserve.gov/consumerscommunities/cra_about.htm (last visited May 1, 2026). ]  [18:  Note: EITC provides substantial support to low- and moderate-income working parents who claim a qualifying child based on relationship, age, residency, and tax filing status requirements. It provides a much smaller amount of support to workers without qualifying children (often called childless workers). By design, the EITC only benefits people who work. Workers receive a credit equal to a percentage of their earnings up to a maximum credit. Both the credit rate and the maximum credit vary by family size, with larger credits available to families with more children. After the credit reaches its maximum, it remains flat until earnings reach the phaseout point. Thereafter, it declines with each additional dollar of income until no credit is available. Tax Policy Center, ”What is the earned income tax credit,” available at: https://taxpolicycenter.org/briefing-book/what-earned-income-tax-credit.]  [19:  U.S. Department of Labor, supra note 12.] 

Disability and Poverty
Despite anti-discrimination laws establishing that individuals with disabilities have the right to equal opportunities to economic self-sufficiency, such individuals experience higher rates of poverty than individuals without disabilities.[footnoteRef:20] According to United For ALICE – a research initiative of United Way – 51% of all people with disabilities in the U.S. lived in a household with income below the ALICE Threshold of Financial Survival in 2019, based on U.S. Census Bureau American Community Survey data; this includes 18% in poverty and an additional 34% who earned above the federal poverty level but not enough to afford basic household essentials such as housing, food, transportation, and healthcare.[footnoteRef:21] [20:  Id.]  [21:  United for Alice, Financial Hardship Among People With Disabilities (n.d.), available at https://www.unitedforalice.org/focus-disabilities (last visited May 2, 2026). ] 

Further complicating this disparity, individuals with disabilities require more financial assets to achieve the same standard of living as those without disabilities.[footnoteRef:22] They frequently face significant additional costs, including personal care services, higher out-of-pocket medical expenses, accessible housing, adaptive equipment, service animals, and specialized transportation.[footnoteRef:23] When poverty measures are adjusted to reflect real costs, the poverty rate for those with disabilities rises to an estimated 35% – more than three times the rate for those without disabilities.[footnoteRef:24] [22:  Goodman, N., Morris, M., Morris, Z., & McGarity, S., “The Extra Costs of Living with a Disability in the U.S. — Resetting the Policy Table” National Disability Institute (Oct. 2020), available at https://www.nationaldisabilityinstitute.org/wp-content/uploads/2020/10/extra-costs-living-with-disability-brief.pdf (last visited May 2, 2026). ]  [23:  Id.]  [24:  Id.] 

A related structural barrier arises from government benefit programs that commonly use asset and income thresholds to determine eligibility.[footnoteRef:25] These thresholds are generally not designed to account for the elevated cost of living associated with disability.[footnoteRef:26] As a result, individuals with disabilities may face a difficult choice between preserving access to essential benefits and building the financial savings needed for long-term stability – a dynamic that, rather than reducing inequality, can inadvertently reinforce it.[footnoteRef:27] [25:  Id.]  [26:  Id.]  [27:  Id.] 

This tension reflects a deeper problem: disability and poverty interact, but the social service system treats them as separate conditions.[footnoteRef:28] Disability benefits, including health coverage, are often conditioned on proving one is incapable of work; anti-poverty programs, by contrast, frequently impose work requirements.[footnoteRef:29] Individuals with disabilities attempting to avoid poverty are then caught between these two frameworks – either leaving the labor market to qualify for disability benefits, or working in whatever capacity they can and relying on wages supplemented, where eligible, by the Supplemental Nutrition Assistance Program (“SNAP”) or the EITC.[footnoteRef:30] These structural barriers, taken together, create compounding obstacles to gainful employment and long-term financial security.[footnoteRef:31] [28:  Id.]  [29:  Id.]  [30:  Id.]  [31:  Azza Altiraifi, “Advancing Economic Security for People with Disabilities” Center for American Progress (Jul. 26, 2019), available at: https://www.americanprogress.org/article/advancing-economic-security-people-disabilities (last visited May 4, 2026).] 

New York City
In NYC, nearly one in six residents have a disability, with the rate elevated among working-age adults between 25 and 55.[footnoteRef:32] The disability employment gap in the city is severe: only 41% of disabled working-age New Yorkers are employed, compared with 81% of non-disabled New Yorkers – a gap that is wider than the national average.[footnoteRef:33] The wage gap further compounds the employment gap: among full-time workers, the median individual wage and salary income for those with disabilities was $55,000, compared to $62,000 for those without a disability, a $7,000 differential even among those who have secured full-time work.[footnoteRef:34]  [32:  See Office of the NYC Comptroller, Spotlight: Disability and Employment in New York City (July 9, 2024), available at https://comptroller.nyc.gov/reports/spotlight-disability-and-employment-in-new-york-city/ (last visited May 2, 2026). [Hereinafter NYC Comptroller, Spotlight…].]  [33:  Id.]  [34:  Id.] 

Workers with disabilities in NYC are also more likely to work part-time involuntarily: 26% of employed workers with disabilities aged 25 to 55 worked fewer than 35 hours per week in 2022, compared with 15% of non-disabled workers.[footnoteRef:35]  [35:  Id.] 

The economic consequences of unemployment and underemployment in NYC are grave: in 2024, one in four New Yorkers with a disability lived below the federal poverty line, compared to one in five nationally.[footnoteRef:36] These disparities are not evenly distributed across the disability community but are compounded by race and ethnicity, revealing patterns of intersecting disadvantage and systemic inequities across multiple social determinants.[footnoteRef:37] Only 31% of Black working-age individuals with disabilities are employed, compared to 40% nationally for the same group, while only 38% of Hispanic[footnoteRef:38] working-age New Yorkers with disabilities are employed, against a national rate of 52%.[footnoteRef:39] These racial gaps within the disability community are more pronounced in NYC than in the rest of the country, reflecting the intersection of disability status with structural disadvantages that existing anti-discrimination laws have not yet fully remedied.[footnoteRef:40] [36:  Office of the NYS Comptroller, “DiNapoli: Despite Labor Force Gains, Disparities Remain for Workers With Disabilities” Press Release (Nov. 20, 2025), available at https://www.osc.ny.gov/press/releases/2025/11/dinapoli-despite-labor-force-gains-disparities-remain-workers-disabilities (last visited May 2, 2026). ]  [37:  NYC Comptroller, Spotlight…, supra note 31.]  [38:  Note: “Hispanic” is used in this context to reflect its use as a demographic category in the Comptroller’s report.]  [39:  Id.]  [40:  Id.] 

III. DISABILITY EMPLOYMENT INITIATIVES
The Plan to Advance Career Success for People with Disabilities
In July 2023, then-Mayor Eric Adams announced the Plan to Advance Career Success for People with Disabilities (“Plan”), a two-part strategy to address both the structural barriers that prevent New Yorkers with disabilities from pursuing careers and the inadequacy of direct employment services.[footnoteRef:41] The Plan set a goal of connecting at least 2,500 New Yorkers with disabilities to jobs by July 2026.[footnoteRef:42] As of June 30, 2025, the City had connected more than 1,350 individuals – just over half the goal – with one year remaining.[footnoteRef:43] Total City investment in the Plan has surpassed $10 million over Fiscal Years (FY) 2024 through 2029, representing the largest municipal commitment to disability employment programs in the City’s history.[footnoteRef:44] [41:  Office of the NYC Mayor, “Mayor Adams Announces New Investment to Support Career Advancement for People With Disabilities” Press Release (Jul. 23, 2023), available at https://www.nyc.gov/mayors-office/news/2023/07/mayor-adams-new-investment-support-career-advancement-people-disabilities (last visited May 1, 2026). [Hereinafter NYC Mayor, “Career Advancement”]. ]  [42:  Id.]  [43:  NYC Mayor’s Office for People with Disabilities, AccessibleNYC 2025 (2026), 56, available at https://www.nyc.gov/assets/mopd/downloads/pdf/2025-AccessibleNYC-Report.pdf (last visited May 1, 2026). [Hereinafter NYC Mayor, AccessibleNYC 2025].]  [44:  Id. at 57.] 

The Plan encompasses two principal components: first, new and expanded direct services to help New Yorkers with disabilities prepare for and connect to jobs; and second, the creation of the Center for Workplace Accessibility and Inclusion (CWAI), a dedicated team charged with addressing the structural challenges that prevent people with disabilities from pursuing careers.[footnoteRef:45] These two components are coordinated across multiple City agencies – principally MOPD, SBS, the Office of Talent and Workforce Development (“NYC Talent”), and the Department of Consumer and Worker Protection (DCWP) – with MOPD serving in a coordinating and technical assistance capacity.[footnoteRef:46] The programs that comprise this portfolio are described below. [45:  NYC Mayor’s Office for People with Disabilities, Employment and Financial Empowerment (n.d.), available at https://www.nyc.gov/site/mopd/publications/accessiblenyc-2025-report-employment.page (last visited May 1, 2026). [Hereinafter NYC Mayor, Employment and Financial Empowerment].]  [46:  Id.] 

NYC:ATWORK
Launched in 2017, NYC:ATWORK is “an employment program administered by MOPD that recruits, pre-screens, and connects New Yorkers with disabilities to jobs and internships with established business partners in both the public and private sectors.”[footnoteRef:47] Participation is voluntary and self-directed: the program offers guidance and support to improve hiring prospects and expand professional networks, but job seekers are expected to implement that guidance proactively.[footnoteRef:48] As part of the Plan, NYC:ATWORK received City funding for the first time – having previously operated on private philanthropic support – and in 2023 relaunched in-person services at the Downtown Brooklyn Workforce1 Career Center.[footnoteRef:49]  [47:  Id. ]  [48:  Id.]  [49:  NYC Mayor, AccessibleNYC 2025, supra note 42.] 

Services for job seekers include guidance on job search strategy and navigating the hiring process, résumé and cover letter review, mock interviews, access to a dedicated job board and invitation-only hiring events, and benefits counseling.[footnoteRef:50] Retention support is available for up to one year after placement.[footnoteRef:51] For employers, the program offers a centralized talent pipeline of pre-screened candidates, disability etiquette and awareness training, and technical assistance on reasonable accommodation.[footnoteRef:52] Since 2021, NYC:ATWORK has conducted more than 15 specialized hiring events, with the Mayor’s office reporting that the events “consistently result[ing] in multiple hires.”[footnoteRef:53] [50:  NYC Mayor’s Office for People with Disabilities, Services for Jobseekers (n.d.), available at https://www.nyc.gov/site/mopd/initiatives/services-for-jobseekers.page (last visited May 1, 2026). ]  [51:  Id.]  [52:  NYC Mayor, AccessibleNYC 2025, supra note 42.]  [53:  NYC Mayor, Employment and Financial Empowerment, supra note 44.] 

Center for Workplace Accessibility and Inclusion
Established as the second major component of the Plan, housed within NYC Talent, CWAI’s mission is to “identify and eliminate barriers to careers facing people with disabilities” by working with government agencies, businesses, and nonprofit organizations to make workplaces and workforce programs more accessible and inclusive.[footnoteRef:54] To that end, CWAI supports employers and workforce providers with accessibility guidance, evaluates new service delivery models, expands disability-related data collection and analysis across the workforce system, and works with State and City agencies to improve the workforce ecosystem’s overall capacity to serve people with disabilities.[footnoteRef:55] Between 2024 and 2025, CWAI hosted or participated in 50 events to raise awareness among employers, government agencies, and nonprofit partners.[footnoteRef:56] [54:  NYC Office of Talent and Workforce Development, Center for Workplace Accessibility and Inclusion: About the Center for Workplace Accessibility and Inclusion (n.d.), available at https://www.nyc.gov/site/wkdev/recent-initiatives/center-for-workplace-accessibiilty-and-inclusion.page (last visited May 1, 2026). ]  [55:  Id.]  [56:  NYC Mayor, AccessibleNYC 2025, supra note 42.] 

Workforce1 Career Centers
SBS operates a network of 18 Workforce1 Career Centers across the five boroughs, providing free job readiness services to all New Yorkers, including résumé assistance, interview preparation, employer connections, and skills training referrals.[footnoteRef:57] People with disabilities may access these centers directly and, through the SCION program at the NYC:ATWORK partnership described below, receive specialized support and referrals between programs.[footnoteRef:58] As of February 2025, SBS reported that the Workforce1 provided job placement services for more than 1,900 individuals with disabilities since January 2022.[footnoteRef:59] [57:  NYC Small Business Services, Workforce1 Career Centers (n.d.), available at https://www.nyc.gov/site/sbs/careers/wf1-career-centers.page (last visited May 1, 2026). ]  [58:  NYC Small Business Services, Support for People with Disabilities (n.d.), available at https://www.nyc.gov/site/sbs/careers/people-with-disabilities.page (last visited May 1, 2026). ]  [59:  NYC Small Business Services, “SBS CELEBRATES ADAMS ADMINISTRATION'S JOBS WEEK, HIGHLIGHTING WORKFORCE1 SYSTEM’S SUCCESS IN SERVING OVER 71,000 NEW YORKERS SINCE THE START OF ADMINISTRATION,” Press Office (Feb. 2, 2025), available at https://www.nyc.gov/site/sbs/about/pr20250203-jobsweek-wf1.page (last visited May 1, 2026). ] 

NYC Systems Change & Inclusive Opportunities Network
NYC Systems Change & Inclusive Opportunities Network (“SCION”) is an initiative funded through WIOA Title I formula grants administered by the NYS Department of Labor and implemented by SBS at all 18 Workforce1 Career Centers.[footnoteRef:60] SCION’s mission is “to increase the participation and success of individuals with disabilities – including individuals with intellectual and developmental disabilities – in the workforce through a sustainable, job-driven, inclusive model that aligns workforce and business needs.”[footnoteRef:61] SCION staff provide extensive training and ongoing technical assistance to Workforce1 staff across every stage of service delivery, from outreach and engagement though job matching and employer recruitment.[footnoteRef:62] In 2024, the SCION team completed comprehensive accessibility walkthroughs of all 18 Workforce1 Career Centers, assessing physical access, digital access, effective communication, and workplace inclusion, and developed a standardized accessibility checklist as a tool for ongoing compliance and improvement.[footnoteRef:63] [60:  NYS Department of Labor, NY SCION (n.d.), available at https://dol.ny.gov/ny_scion (last visited May 1, 2026); see also NYC Mayor, AccessibleNYC 2025, supra note 42.]  [61:  Id.]  [62:  Id.]  [63:  Id.] 

Partnership for Inclusive Internships
The Partnership for Inclusive Internships (PII) was piloted in 2019 by the NYC Department of Social Services, AHRC NYC – a nonprofit organization service people with intellectual and developmental disabilities – and workforce development partners with private philanthropic support.[footnoteRef:64] In March, 2024, CWAI initiated a City-funded demonstration project to expand PII with a stronger emphasis on job placement following internships completion.[footnoteRef:65] PII is operated by AHRC NYC and supported by the NYS Education Department’s Adult Career and Continuing Education Services-Vocational Rehabilitation (“ACCES-VR”) and the NYS Commission for the Blind, with internship opportunities located primarily within City agencies.[footnoteRef:66] The program’s design was informed by Cornell University research finding that employers who offer internships to people with disabilities are 5.7 times more likely to hire them into permanent positions.[footnoteRef:67] Between March 2024 and September 2025, PII connected more than 100 individuals with disabilities to paid internships and 50 to permanent employment.[footnoteRef:68] [64:  NYC Mayor, AccessibleNYC 2025, supra note 42.]  [65:  Id.]  [66:  Id.]  [67:  Id.]  [68:  Id.] 

55-a Program
Section 55-a of the NYS Civil Service Law authorizes state and local governments to designate up to 700 competitive class positions to be filled by qualified individuals with disabilities who are certified by a State agency to competitive class civil service positions without requiring them to take a competitive examination.[footnoteRef:69] The NYC Department of Citywide Administrative Services (DCAS) administers the program in NYC, with MOPD assisting with outreach and candidate matching and NYC:ATWORK providing job seeker navigation support.[footnoteRef:70] As of November 2025, 363 City employees were participating in the 55-a Program across 34 agencies, serving in titles including Clerical Associate, City Planner, and Computer Specialist.[footnoteRef:71] In July 2025, DCAS, MOPD, and NYC Talent hosted a citywide 55-a Diversity Career Fair with 15 participating agencies; five agencies conducted on-the-spot interviews, yielding 13 conditional job offers.[footnoteRef:72] [69:  N.Y. Civil Service Law §55-a, available at https://www.nysenate.gov/legislation/laws/CVS/55-A. ]  [70:  Id.]  [71:  NYC Mayor, AccessibleNYC 2025, supra note 42.]  [72:  Id.] 

Financial Counseling for People with Disabilities
DCWP’s Office of Financial Empowerment provides free, confidential financial counseling to New Yorkers with disabilities through a program delivered at Workforce1 Career Center locations.[footnoteRef:73] Building on the Empowered NYC pilot launched under former Mayor Bill de Blasio, DCWP partnered with the National Disability Institute in fall 2024 to develop and deliver a comprehensive training program for its financial counselors, equipping them to tailor services to the specific needs of clients with disabilities.[footnoteRef:74] The training covers Social Security benefits rules, ABLE accounts, and disability-inclusive communication best practices – enabling counselors to provide accurate guidance without inadvertently jeopardizing clients’ benefit eligibility.[footnoteRef:75] The first cohort of 39 DCWP staff completed this training in late 2024, with a second cohort planned for winter 2025 through spring 2026.[footnoteRef:76] [73:  NYC Department of Consumer and Worker Protection, Get Free Financial Consulting (n.d.), available at https://www.nyc.gov/site/dca/talk-money/get-free-financial-counseling.page (last visited May 1, 2026). ]  [74:  NYC Mayor, AccessibleNYC 2025, supra note 42.]  [75:  Id.]  [76:  Id.] 

Co-Design RFP for Inclusive Employment Programs
In March 2025, the Workforce Development Corporation – in partnership with MOPD and SBS – released a Request for Proposals (RFP) for “Co-Designing and Delivering Inclusive Employment Programs with and for People with Disabilities.”[footnoteRef:77] The RFP, funded jointly by NYC Talent and the Mayor’s Office for Economic Opportunity, sought service providers to co-design and pilot new training and employment programs for New Yorkers with disabilities – centering lived experience and human-centered design principles.[footnoteRef:78] On April 1, 2026, the City announced $7.5 million in awards over four years to service design firm 3x3 facilitating the co-design process; workforce providers AHRC NYC, Equus Workforce Solutions, and Goodwill NY/NJ; and the Urban Institute, to provide employer technical assistance.[footnoteRef:79] The awardees will develop their programs over nine months, with services launching in early 2027.[footnoteRef:80] [77:  NYC Mayor, AccessibleNYC 2025, supra note 42.]  [78:  Id.]  [79:  NYC Office for Talent and Workforce Development, “City of New York Announces $7.5 Million for New Programs to Connect People With Disabilities to Careers” Press Release (Apr. 1, 2026), available at https://www.nyc.gov/site/wkdev/about/city-of-new-york-announces-7-5-million-for-new-programs.page. ]  [80:  Id.] 

Disability Etiquette & Awareness Training (employer-facing)
[bookmark: OLE_LINK1]MOPD delivers live Disability Etiquette and Awareness Training to City agencies, private and nonprofit employers, and community partners, with all trainers being MOPD employees who have lived experience as people with disabilities.[footnoteRef:81] Since January 2024, MOPD has provided this training to more than 800 people, including staff at all five Workforce1 hub locations.[footnoteRef:82] Separately, DCAS deployed and online disability etiquette training, including City staff in 2022, which many agencies have since incorporated as a requirement under the five-year accessibility plans mandated by Local Law 12 of 2023.[footnoteRef:83] [81:  NYC Mayor’s Office for People with Disabilities, “Disability Etiquette and Awareness Training” (n.d.), available at https://www.nyc.gov/site/mopd/initiatives/disability-etiquette-and-awareness-training.page (last visited May 1, 2026).]  [82:  NYC Mayor, AccessibleNYC 2025, supra note 42.]  [83:  Id.] 

IV. ISSUES & CONCERNS
Scale versus Need
As of June 30, 2025, the City had connected more than 1,350 of it 2,500 targeted employment placements – leaving approximately 46% of the goal unmet with one year remaining before the July 2026 deadline.[footnoteRef:84] Moreover, the overall target represents a small fraction of the working-age New Yorkers with disabilities who are unemployed or underemployed.[footnoteRef:85] The Center for an Urban Future has further documented that the workforce development system is ill-equipped to serve clients with disabilities at scale, with job placement rates for ACCES-VR falling to a low 27%.[footnoteRef:86] With an annual investment of roughly $1.7 million – the $10 million total spread across six FYs.[footnoteRef:87]  [84:  NYC Mayor, “Career Advancement,” supra note 40.]  [85:  NYC Comptroller, Spotlight…, supra note 31.]  [86:  Lent, Melissa, Access Opportunity: Expanding Economic Opportunity for New Yorkers with Disabilities in the Post-Pandemic City, Center for an Urban Future (Mar. 2022), available at https://nycfuture.org/research/access-opportunity (last visited May 2, 2026). [Hereinafter Lent, Access Opportunity…].]  [87:  NYC Mayor, Employment and Financial Empowerment, supra note 44. ] 

Equitable Access
Most of the City’s programs, including NYC:ATWORK, are designed around a self-directed model that presupposes a baseline level of job readiness, executive functioning, and self-advocacy that many individuals with significant cognitive, developmental, or psychiatric disabilities may not have without intensive support.[footnoteRef:88] [88:  Lent, Access Opportunity…, supra note 85.] 

Occupational segregation presents a further dimension of inequality in access: workers with disabilities in NYC are overrepresented in lower-wage service occupations and underrepresented in management, business, and financial roles – the sectors that offer the greatest economic mobility.[footnoteRef:89] In 2022, 18.1% of workers with disabilities in NYC were in service occupations, compared to 13.4% of non-disabled workers, while the underrepresentation gap in management, business, and financial occupations stood at 5%.[footnoteRef:90] This occupational concentration channels workers with disabilities into positions with lower earnings, fewer advancement opportunities, and less employment security, compounding the wage and income disparities documented above.[footnoteRef:91] [89:  See NYC Comptroller, Spotlight…, supra note 31.]  [90:  See Id.]  [91:  See Yue Qian & Jan K. Brueckner, Disability, Wages, and Commuting in New York, 85 Soc. Sci. & Med. 1 (2020), available at https://pmc.ncbi.nlm.nih.gov/articles/PMC7418646/ (last visited May 2, 2026). ] 

Employer Discrimination
While anti-discrimination laws provide protections, they have not closed the disability employment gap. Structural barriers persist even for job seekers who are fully prepared, credentialed, and supported by workforce programs – barriers rooted in employer attitudes, inflexible workplace policies, and the persistent failure to provide reasonable accommodations as the law requires.
At the federal level, disability discrimination charges consistently constitute one of the largest categories of complaints filed with the U.S. Equal Employment Opportunity Commission (EEOC).[footnoteRef:92] In FY 2024 – the most recent FY for which complete EEOC charge data are available – the EEOC received 88,531 new charges of discrimination, a 9.2% increase over the prior year.[footnoteRef:93] Of those charges, approximately 38,200, or 43.2%, cited the ADA as a basis for the complaint.[footnoteRef:94] In FY 2024, the EEOC filed 110 lawsuits, 48 of which – approximately 44% – were filed under the ADA.[footnoteRef:95] According to the EEOC, many of these cases challenged employer qualification standards or other inflexible policies that failed to account for disability-related needs.[footnoteRef:96] [92:  U.S. Equal Employment Opportunity Commission, “EEOC Publishes Annual Performance and General Counsel Reports for Fiscal Year 2024” Press Release (Jan. 17, 2025), available at https://www.eeoc.gov/newsroom/eeoc-publishes-annual-performance-and-general-counsel-reports-fiscal-year-2024 (last visited May 1, 2026). ]  [93:  Id.]  [94:  Id., Note: A single charge may cite multiple statutes, so this figure reflects charges in which the disability discrimination was alleged, not charges exclusively alleging disability discrimination. ]  [95:  Id.]  [96:  Id.] 

At the City level, enforcement under the NYCHRL is the responsibility of the NYC Commission on Human Rights (CCHR), which has the authority to investigate employment discrimination complaints, assess civil penalties, and impose affirmative remedies including mandatory policy changes, training, accessibility modifications, and monitoring.[footnoteRef:97] CCHR’s published 2024 and 2025 employment settlement records include disability-related enforcement actions requiring employers to update reasonable accommodation policies, provide anti-discrimination training, post notices of rights, and pay damages to complainants.[footnoteRef:98]  [97:  NYC Commission on Human Rights, Enforcement (n.d.), available at https://www.nyc.gov/site/cchr/enforcement/enforcement.page (last visited May 2, 2026). ]  [98:  NYC Commission on Human Rights, 2024 Settlement Highlights (n.d.), available at https://www.nyc.gov/site/cchr/enforcement/2024-settlements.page (last visited May 1, 2026); see also NYC Commission on Human Rights, 2025 Settlement Highlights (n.d.), available at https://www.nyc.gov/site/cchr/enforcement/2025-settlements.page (last visited May 1, 2026).] 

Federal Threats
The federal landscape has shifted significantly in ways that directly threaten the infrastructure on which City disability employment programs depend. The enactment of the One Big Beautiful Bill Act on July 4, 2025, has already fundamentally restructured federal Medicaid funding.[footnoteRef:99] The Congressional Budget Office projects that the law will reduce federal Medicaid and the Children’s Health Insurance Program spending by $1.02 trillion over ten years, resulting in an estimated 11.8 million people losing Medicaid coverage by 2034.[footnoteRef:100] Among the law’s most consequential mechanisms for people with disabilities are: new work requirements of at least 80 hours per month for “able-bodied” Medicaid recipients, which will generate significant administrative churn and risk coverage losses for people with disabilities who struggle to document exemption status; and a reduction in provider tax authority from 6% to 3.5% by 2032, which will compress state Medicaid budgets and most likely result in cuts to optional benefits – including home- and community-based services (HCBS).[footnoteRef:101] HCBS – the services that allow people with significant physical, intellectual, and developmental disabilities to live and work independently – are an optional Medicaid benefit and among the most vulnerable to state-level cuts when federal funding contracts.[footnoteRef:102] Without HCBS supports, many New Yorkers with disabilities cannot maintain employment at all; the City’s workforce programming is downstream of this infrastructure, and its effectiveness depends on it remaining intact. [99:  KFF, “Implementation Dates for 2025 Budget Reconciliation Law” (n.d.), available at https://www.kff.org/medicaid/implementation-dates-for-2025-budget-reconciliation-law/ (last visited May 2, 2026). ]  [100:  Id.]  [101:  Id.]  [102:  Id.] 

Separately, President Donald Trump’s Administration has pursued regulatory changes to federal disability benefits that compound these risks. In late 2025, the Trump Administration disclosed a proposal to tighten SSDI eligibility criteria by reducing the weight SSA gives to age in disability determinations, which the Urban Institute estimated could result in approximately 750,000 fewer beneficiaries over a decade.[footnoteRef:103] Following significant public and bipartisan backlash, the Trump Administration reportedly abandoned that rule in November 2025.[footnoteRef:104] However, a separate and active proposed rulemaking remains pending as of the drafting of this Briefing Paper: the Administration is seeking to rescind a President Joe Biden-era rule change to the SSI “public assistance household” definition that, if finalized, would reduce or eliminate SSI benefits for approximately 400,000 low-income disabled people who live with family members receiving SNAP.[footnoteRef:105] This proposal remains under review at the U.S. Office of Management and Budget.[footnoteRef:106] [103:  Smalligan, Jack. Updating Social Security Disability, Urban Institute (corrected Oct. 29, 2025), available at https://www.urban.org/sites/default/files/2025-10/Updating-Social-Security-Disability-Programs.pdf (last visited May 2, 2026). ]  [104:  Aliss Higham, “Social Security Update: Trump Admin Backtracks On Limiting Benefits—Report” Newsweek (Nov. 20, 2025), available at https://www.newsweek.com/social-security-update-trump-admin-backtracks-on-limiting-benefits-report-11078706 (last visited May 1, 2026). ]  [105:  Kathleen Romig & Devin O’Connor, “Trump Administration Poised to Cut SSI Benefits for Nearly 400,000 Low-Income Disabled and Older People” Center on Budget and Policy Priorities (Aug. 7, 2025), available at https://www.cbpp.org/research/social-security/trump-administration-poised-to-cut-ssi-benefits-for-nearly-400000-low (last visited May 1, 2026). ]  [106:  Eli Hager, “The Trump Administration Aims to Penalize Disabled Adults Who Live With Their Families” ProPublica (Apr. 28, 2026), available at https://www.propublica.org/article/trump-social-security-ssi-disability-benefits-cuts-parents-children. ] 

V. CONCLUSION
At this hearing, the Committee will examine the reach and outcomes of the City’s disability employment initiatives – including placement rates, retention, and advancement – and assess whether programs are equitably serving New Yorkers who experience significant barriers to employment, including those with physical, intellectual, developmental, and psychiatric disabilities. The Committee will also examine structural impediments, including employer discrimination and benefits cliff disincentives, as well as discuss any new or planned City initiatives to improve equity in employment for New Yorkers with disabilities.
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