

ROUGH EDITED COPY

JAN

[bookmark: _GoBack]MENTORING
AUGUST 11, 2015
1:30 P.M. ET

CAPTIONING PROVIDED BY:
ALTERNATIVE COMMUNICATION SERVICES, LLC
PO BOX 278
LOMBARD, IL 60148
800-335-0911
INFO@ACSCAPTIONS.COM

***
This is being provided in a rough-draft format.  Communication Access Realtime Translation (CART) is provided in order to facilitate communication accessibility and may not be a totally verbatim record of the proceedings.  
***
	>> Hello, everyone and welcome to the Job Accommodation Network's monthly Webcast Series I'm Lou Orslene and I'll be one of the speakers for today's program called "Mentoring:  Strategies for Retaining and Advancing People with Disabilities".  But before we get started with today's webcast let's start off with a few housekeeping items first if any of you experience technical difficulties during the webcast, please call us at 800-526-7234 for voice and hit button 5.  Or for TTY call 877-781-9403.  
	Secondly, towards the end of the webcast, we'll spend some time answering any questions that you have.  You can send in your questions at any time during the webcast to our email account at question@askJAN.org or you can use our question and answer pod located in the bottom right hand corner of your screen.  To use the pod, just put your cursor on the line next to the word question.  Type your question and then click on the arrow to submit to the question queue.  On the left-hand side of your screen, you'll notice a file sharepod.  If you have difficulty viewing the slides or would like to download them click on the button that says save to my computer.  You can also find the handout for today's presentation in the file sharepod.  And finally, I want to remind you that at the end of the webcast, an evaluation form will automatically pop up on your screen in another window.  We really appreciate your feedback so please stay logged onto fill out the evaluation form.  
	And now let me introduce Melanie Whetzel who will be speaking today.  Melanie joined the JAN staff as a consultant on the Cognitive Neurological Team in February of 2008.  She has a 14-year history of teaching and advocating for students with disabilities in the public school system.  Melanie holds a Master of Arts degree in special education, a bachelor of arts in English and has most recently completed a graduate certificate in career planning and placement for youth in transition.  
	She became a certified brain injury specialist in 2014.  
	And to tell you a little bit about myself I'm Lou Orslene I serve as a co-director for JAN.  My presentations are informed by 25 years in the field of disability employment and through collaborations with groups such as the association industry association the society for human resource managers and the United States Business Leadership Network among others.  Now, let's begin our presentation, "Mentoring:  Strategies for Retaining and Advancing People with Disabilities"  
	For the next hour, we plan to provide you with a number of practical strategies and examples for making your workplace more inclusive of individuals with disabilities focusing on mentoring.  After the formal presentation there will be time for questions.  On the presentation cover slide, we see a montage of photos of JAN customers along with a title "Mentoring:  Strategies for Retaining and Advancing People with Disabilities"  
	Slide 2 is an overview slide with bullets of today's presentation content.  We'll talk a bit about what is mentoring and what is not mentoring.  The benefits of mentoring, challenges of mentoring, some strategies and tips for developing a mentoring program.  The elements of a successful mentoring program.  And then Melanie will provide a number of examples from the field for our case -- from our case management tool about successful accommodations involving mentoring.  To begin with mentoring is not providing an employee with a job coach or personal assistive services.  These are other forms of workplace accommodations and indeed can make a workplace more inclusive.  However, they are not mentoring.  And we wanted to start here because there is at times confusion particularly with employers about the various types of assisted help in the workplace and accommodations.  Job coaches are individuals who specialize in assisting individuals with disabilities to learn and accurately carry out job duties.  A job coach provides one-on-one training tailored to the needs of the employee.  Job coaching is sometimes done in a relatively informal way but can also involve evidence based practice of supported employment job coaches can work with employers to explore unmet needs so jobs can be developed and customized.  Support in addition to skills training consists of advocacy, disability awareness building, job adaptation, social support, program solving and the development of natural supports to allow the job coach to phase out of direct involvement.  Phasing out of direct involvement is an important element from the beginning everyone understands job coaches assist for a short period of time until they are integrated successfully into the workplace but do note in some circumstances a job coach may indeed be needed if the circumstances of the workplace change or if the employee's situation changes. 
While job coaches can be helpful in assisting individuals they can also work with autism, learning disabilities, Attention Deficit Disorder and cognitive impairment.  Job coaching is also one of the most frequently used accommodations by people with psychiatric disabilities.  Most states vocational rehabilitation agencies employ job coaches having job coaches as part of their vocational rehabilitation counselors role or more commonly refer their clients to contract with various nonprofits that provide job coaching.  Let's talk briefly about workplace personal assistive services, workplace PAS as it's known entails work task related assistance such as use of reader for business documents not otherwise available electronically, a sign language interpreter for business meetings or trainings or help lifting or reaching work-related items  Workplace PAS may also include personal care related assistance such as helping an employee to access the restroom, eat or drink at work or travel for business purposes.  Workplace PAS can be provided formally or informally similar to job coaching simply put formal or workplace PAS means someone is paid on the other hand informal PAS is voluntarily provided by a co-worker, family or friend.  Job applicants, employees with disabilities and employees returning to work after an injury or illness may experience a variety of limitations that interfere with their ability to perform work-related tasks or meet their personal care needs in the workplace.  In some cases these limitations can be overcome with workplace PAS.  Workplace PAS can also be used to ensure the employability of a person with a disability.  While there's an extensive history of the provision of personal assistance services for people in a home setting, the use of workplace PAS is a relatively new phenomenon on the slide we have provided links to JAN's publications regarding each of these workplace supports 

	We feel it's necessary to also draw this distinction between workplace coaching.  Workplace coaching is, as we can see on the slide, it's something that managers should do for all of their staff.  It should be part of the managerial process.  Coaching takes place within the manager-employee relationship.  It focuses on developing the individual within their current job.  And arises out of the need to ensure that the individual can perform the tasks.  
	This relationship, too, is driven typically by the individual's manager.  It's, again, part of the managerial process.  And ends as individuals move on to work in other jobs or with other line managers so now that we know what work mentoring is not let's talk about what mentoring actually is.  We'll start off with the first definition that I presented here on the slide.  A mentor in the workplace is a person who provides guidance to a less-experienced employee, the mentee.  A mentor may be another employee of the company or may be a professional from outside of the company.  An important feature of this first definition to be aware of is that mentors can be a member of the workplace or they may be from another business or industry group.  This depends on the needs of the mentee, but also may be dependent on the needs of the company.  For instance, an employee with a disability may need to better understand how to engage leaders of a certain company during a meeting.  Or may need assistance in learning the etiquette of socializing with clients.  
	In these examples, it may be best of a mentor if they are part of the workplace culture.  However, if the mentee is in need of support specific to their field or vocational specialty or say for instance they are a Wounded Warrior who needs assistance in applying the skills learned in the military to a civilian job, then this need may be best met by a mentor from outside of the workplace.  
	I include this second definition that's here on this slide to highlight the real purpose of mentoring.  Mentoring, again, is a relationship between a senior person and a junior person.  And the purpose is to enhance the junior person's personal learning on the job and career development.  
	In either case, the role -- the mentor is a role model who shares knowledge and advice to help the employees grow professionally.  Mentoring relationships if designed and executed properly should benefit as well as the -- benefit the employee as well as the employer and mentor and should have long-term advantages for the employer.  
	Now, if you have ever seen me do a presentation before then you know that more often than not, I begin by talking about why we should do something.  Why we should make workplaces more inclusive.  Why should -- why we should provide more accommodations.  Answers to these questions are important to overcome the attitudinal barriers to employment engagement of people with disabilities.  And they also serve to provide those who are considering moving forward with one of these efforts with a business case for doing so.  
	Without a business case, it's difficult to convince a senior leader to support any new initiatives, including those necessary to create a more inclusive culture.  So let's talk about the business case for mentoring.  
	When executives of a Fortune 500 company were surveyed, 96% said mentoring is an important developmental tool, and 75% said it played a key role in their own personal career success.  
	71% of them used mentoring in their organizations.  
	And in a survey of U.S. companies with formal mentoring programs, 77% indicated that mentoring improved both retention and performance of employees  
	While each of these points in the case for mentoring involve mentoring in general and not especially the mentoring of employees with disabilities, I believe we can generalize these survey results.  
	While needs may be different, ultimately employees are employees.  
	And again, in support of the business case for mentoring, let's talk more about the effectiveness and outcomes of a specific program.  In 2006, Gartner studied the financial impacts of a mentoring program in Sun Microsystems.  Of the 1,000 Sun Microsystems employees mentored, 25% had a salary grade compared with 5% of the non-mentored co-workers.  72% of mentees were retained compared with 49% of employees who were not mentored.  And the mentored employees were promoted five times more often than those not in the program.  
	The same study also found mentors received promotions six times more often than their peers.  The retention rate of leaders who mentored was also 20% higher than the retention rate of those who did not participate in the program.  
	If we are looking to retain an advance -- and advance employees and more specifically employees with disabilities, then we really need to be considering a mentoring program.  
	So why mentoring?  In a publication written by our sister program, project EARN which is part of the employer technical assistance center funded by ODEP the author's write, mentoring is an integral part of developing and retaining a diverse workforce.  Federal agencies and managers and supervisors with the skills to manage and mentor diverse populations.  Managing diversity within the workplace means creating an environment where everyone is empowered to contribute.  It requires sensitive and -- sensitivity to and awareness of the interactions between staff and leadership and knowing how to articulate clear expectations.  
	In that same publication, a senior leader from the U.S. Office of Personnel Management suggests effective mentoring in a multicultural setting involves understanding diverse learning styles and approaches to problem solving as well as other cultural differences and appreciating how to use these differences to serve the organization's mission.  Mentoring diverse populations is crucial to meeting and exceeding organizational goals.  Now, let's hear from Melanie about the benefits and challenges of mentoring.  Melanie?  
	>> MELANIE WHETZEL:  Okay.  Thanks, Lou.  Now we're going to look at the benefits to all of the parties in the mentoring process.  First let's look at the benefits to the employee or the mentee.  And they include orienting the employee to how an organization or an employer is structured and operates  For employees with disabilities, this may not be obvious.  Helping the employee to learn about and adjust to the culture of a new workplace environment from someone who has been there and done it can speed up and make the process more effective.  
	Introducing and connecting the employee to other professionals within and outside the company to expand their professional network.  Many individuals with disabilities have social anxiety and difficulties interacting with others.  So assistance in this area can be very beneficial.  
	Serving as a sounding board for and providing feedback to the employee during periods of learning, growth, or change.  
	It may be difficult for some employees with disabilities to gauge or evaluate their own progress.  
	Encouraging the employee to pursue his or her own professional goals and persevere in the face of challenges at work.  And there will always be challenges at work to overcome and lastly but certainly very important mentors can assist the employee with mastering a particular skill set or gathering further content and subject knowledge required to maximize job performance and advance professionally.  
	Okay.  Last year at the national APSE conference an employer named Mike Irwin from tailored label products won an award for being a visionary employer and leader who carries out the mission.  The mission in simplest terms is the inclusion of people with disabilities in the workplace and in the community the award was given for the mentoring program developed there at Mike's company he made a comment at the awards dinner that was really the impetus for this webcast.  A comment that got us to thinking about how important mentoring is, not just to the employee being mentored but to the employee doing the mentoring, as well.  He stated that if employees weren't mentoring other employees, they were just working.  We love that comment.  So let's look at the benefits mentoring provides to the mentors themselves  
	Mentors will gain personal and professional satisfaction from helping another person.  
	They will earn recognition from their peers and the company for contributing their time and expertise.  
	Mentors can improve their interpersonal skills by exercising many of the same skills requires to effectively supervise and manage their own employees.  
	They have the opportunity to focus energy outside of themselves.  
	They will gain a deeper understanding of other employee's experiences.  And they will be prepared for taking on greater responsibilities and leadership roles within their company.  
	Now let's look at the benefits a mentoring program provides to the employer.  
	The mentoring process expands the leadership abilities of those doing the mentoring.  And helps them understand diverse workers, those who are different from themselves.  It improves awareness of personal biases, assumptions of employees and helps to identify areas for improvement.  
	Mentoring extends collaboration among employees from different generations and cultural backgrounds.  And helps the transference of knowledge from one generation to the next  The process creates a culture of acceptance and inclusion.  It attracts, supports, and retains talented employees at all levels.  And last but not least, mentoring improves the performance, motivation and accountability of all the employees involved.  
	All right.  Now we're going to go -- we're going to look at the challenges that are involved in mentoring.  The first challenge we want to talk about is providing inadequate direction.  Let's talk about two different mistakes a mentor can make when providing direction.  Providing too much help can hinder a mentee's growth towards independent.  And can actually encourage dependence.  Providing too little help can lead to mentees struggling and hinder progress towards learning the job in the environment and ultimately his or her independence.  
	The next challenge is taking advantage of greater power.  It is imperative that mentors be careful about the requests they make of their mentees.  Since the mentees are inclined to want to please their mentors and may perceive a request as a demand.  In some cases, mentors inadvertently take advantage of their power and have a mentee take on some of their own work.  In addition to leading to fear and resentment on the part of the mentee, this could increase the workload and hinder progress.  Too much work could also cause the employee to become totally overwhelmed and discouraged.  It is important to remember that when mentoring employees with intellectual and cognitive disabilities, the employee may have a difficult time understanding the parameters of his or her job, especially at the beginning.  So a mentor must be doubly sure to take care in not using any imbalance of power to his or her own advantage.  
	Dealing with conflicting demands can certainly be a challenge for the mentee.  At the beginning of their career, and new to a job, many individuals will have a great deal of difficulty saying no to someone they perceive as being their superior  They really don't want to disappointment anyone.  Employees with multiple mentors or supervisors sometimes become inundated with demands for work.  Often these demands are in conflict with each other  Since new employees and employees with disabilities in particular may not have the experience or the ability to know how to sort out and prioritize these demands, they can become confused and their workloads can become a burden.  Remember, the purpose of the mentor relationship is to assist the employee in being successful.  
	Working out an arrangement with the mentee to come to the mentor when he or she gets direction from someone else and isn't quite sure what to do can be very helpful  Just like dealing with conflicting demands may be a challenge, so might dealing with conflicting advice.  It is inevitable that mentees with multiple mentors, including supervisors, receive conflicting advice with respect to how they go about doing tasks.  There can be as many ideas about how to do something as there are individuals who give the advice  Including well-meaning co-workers.  Conflicting advice also leads to confusion, fear and other negative emotions or reactions.  Mentors should be wise and knowledgeable.  They should make it known to the mentee that if there is a conflict and he or she isn't sure what to do because others have given advice that is confusing, the employees should come to the mentor for clarification.  
	All right.  Now, lacking commitment can also be a challenge in the mentoring process.  A mentor may find that the mentee lacks the motivation and commitment to carry out the tasks set before him.  This can be a difficult situation for both parties because the mentee has a real chance of failing and because the mentor may believe that he or she has wasted a great deal of valuable time working with this employee.  If a mentee is viewed as lacking commitment, it's important for the mentor to try to discern the cause.  It may be that the match is not working well or it may be that the mentee has discovered that his job is difficult or maybe just doesn't like it.  
	It can also be as simple as the employee with a disability lacking motivation because he or she doesn't fully understand the scope of the job and its task.  It is the mentor's job to identify this issue and help resolve it.  
	Conversely, it's also possible that the mentee feels that the mentor lacks commitment.  Missing meetings or failure to respond to questions can be real issues.  The mentee's frustrations and lack of guidance can also affect his or her growth towards independence.  Because of the differential in power between the mentor and mentee, this problem may be difficult for the mentee to bring up and resolve while maintaining a productive and friendly relationship.  
	Remembering that individuals who have agreed to be mentors already have a strong commitment to the process, the mentee should raise the issue with the mentor.  If it is an especially busy time, the mentor can reassure the mentee that the relationship hasn't ended and even suggest ways to keep the process going in more creative ways than in the past.  
	Be careful about crossing boundaries.  Boundaries, both professional and personal, tend to be sensitive.  Crossing boundaries has the unfortunate effect of making both parties uncomfortable and has the potential for creating tension in the workplace.  To avoid this problem, the mentee and mentor should discuss boundaries from the beginning.  Different people may have different ideas about what the boundaries should be  If the issue is work related, the extent to which a boundary has been crossed may be less clear.  
	Being prepared will help avoid problems down the line.  As in most other challenges, honest and direct communication can solve a number of problems.  Maintaining personal boundaries is very important throughout the length of the relationship.  
	Discovering a mismatch between the mentor and mentee can also be a challenge.  Unfortunately a mismatch can and will occur.  The mismatch may result from conflicting personalities, differing career goals, differences in work ethic or any number of reasons  Fortunately, though, the mismatch is usually discovered early in the relationship by the mentor, the mentee, or both, and can be resolved early on more easily then if it continues.  While finding a mismatch is disappointing it's a problem that's relatively simple to correct.  If both the mentor and the mentee believe that a switch is desirable, the mentee can work with his or her supervisor, the HR department or whoever helps set up the matches in the beginning to help identify a more appropriate mentor.  
	And the last challenge we want to emphasize is breaching confidentiality.  Confidentiality is crucial to the mentee-mentor relationship a breach of confidentiality has the potential for irrevocably breaking down the relationship.  At a minimum breaching confidentiality will cause considerable damage to the trust established between the mentor and the mentee.  Since this is difficult to resolve, it's best to avoid it all together.  
	Both parties need to identify the kinds of things that should be confidential and they need to be upfront about what is acceptable and what is not.  
	When one party thinks there's a reason for disclosing confidential information, he or she should talk to the other to obtain permission in advance.  
	>> LOU ORSLENE:  Thank you, Melanie.  So now that we have talked about the benefits and challenges, let's talk more specifically about the types of mentoring.  And this is adapted from Herr 2008.  Traditional one-on-one mentoring.  This is a model where mentors work one-on-one when an individual is paired with another individual.  It's the type that we're most familiar with.  Then there's peer mentoring.  In this form of mentoring, a professional who is new or less experienced is matched with a more experienced peer.  Usually a professional in a position at the same level who provides support and guidance to the protege.  
	And then we have professional networking.  This is similar to peer mentoring.  It is professional networking is another development strategy that fosters peer-to-peer knowledge sharing and also mutual support.  Then there's group mentoring.  Which is one or more experienced professionals providing guidance and supports to a group of more junior employees  
	The mentors and the protege's typically participate in structured group activity.  And then we also have virtual mentoring.  Or some call it eMentoring.  This is a model most commonly used when face-to-face interaction is not possible or it's impractical like traditional mentoring virtual mentoring approaches typically involve a one-on-one matching.  However, the individuals communicate using electronic methods such as email correspondence or instant messaging.  Virtual mentoring may be especially suitable for businesses with offices and employees in different locations.  However, occasional face-to-face interactions are advised when possible to develop that trusting personal relationship.  
	Now, let's talk about reverse mentoring.  
	This form of mentoring is where a more seen injury professional is mentored by a junior professional when the junior person has certain knowledge or skills that the more senior person aims to learn reverse mentoring is most commonly used in older professionals when using new technologies a skill younger generations tend to pick up on much more quickly then there's flash mentoring this pairs a more junior professional seeking leadership development with a more senior professional with a same or similar field in a one-time one-hour coaching session.  In this rare instance the mentoring relationship does not require a long-term commitment from the mentor.  
	And then we have cross-group mentoring, which is involves a pairing of one group or segment of an agency's employee population with a person of a different group.  Employees may differ in terms of age, gender, race, ethnicity, religion, sexual orientation, abilities or other significant differences that can affect how employees interact and relate to each other.  
	Cross cultural, cross gender and cross-generational mentoring are all examples of cross-group mentoring.  Cross-group mentoring is primarily used when the employer aims to increase both individuals' awareness and appreciation for differences in diversity and to improve how diverse employees work and interact and communicate in the workplace.  
	An example of this may be cross-group mentoring between company employee research, resource groups or affinity groups  
	Cross-generational mentoring involves pairing a person from one generation from a -- with a person from a different generation with a goal of mutual learning and growth in this way it's a two-way exchange between employees from different generations whereas most of the research on is informal where juniors are teaching more senior cross-generational mentoring recognizes both younger and older generations have many things they can teach and learn from each other cross-generational mentoring can benefit both individuals by helping them learn the perspectives and experiences of the other generation.  Thereby increasing their ability to work and communicate effectively with individuals of a different generation.  For example, different generations can learn from one another to develop and market products and services and target these products towards specific segments of the population.  And then we have the cross-agency business or business unit mentoring.  And this involves pairing a person from one agency or business unit with a person outside their own agency or business unit.  This approach is most commonly used in a traditional one-on-one mentoring program to provide a junior level protege with guidance and perspective from a senior level professional outside his or her own workplace.  Cross-agency mentoring is especially useful when a program aims to mentor junior level professionals from a particular underrepresented group such as women, African-Americans, Asian Americans and people with disabilities.  And senior level professionals from the same group -- I'm sorry; and senior level professionals from the same group are limited in number within the agency or business.  And this is really primarily the need then for such when there is that lack or limited number of people within this underrepresented group in the business. 

	Okay.  Now let's talk about some of the characteristics of effective mentors.  And these include willingness to commit time to your mentoring responsibilities.  And to take that responsibility seriously.  
	Sincere interest in helping another employee or job seeker grow professionally and accomplish goals.  
	They also need strong interpersonal skills including the ability to listen and respond thoughtfully to others' concerns and questions.  
	Willingness and patience, that's important, too, in providing guidance, coaching and constructive feedback.  As well as praise and encouragement.  And sensitivity to cultural diversity and personal differences.  
	And let's now talk about the characteristics of a good mentee  These include good organizational skills, the mentee needs to show the mentor that their limited time is not being wasted.  They need to be able to focus on what the mentee can learn from the mentor.  Have clear personal goals for the relationship.  Willingness to share strengths that they can provide to the mentor in exchange for invaluable career advice so offer the strengths for instance how to use social media or understanding how to market to millennials, that would be one example of what a mentee might have to offer to the mentor.  And business oriented.  A mentee needs to be business oriented with an agenda or list of discussion points for every meeting with a mentor.  Again this cannot be stressed enough.  The mentor is provided their limited time so use it wisely and show professionalism.  So when developing a mentoring program, it's always smart to start off with developing strategies and goals for the program  And how it can be evaluated the literature suggests the following goals to any mentoring program, improving managerial competency, providing -- or provide mentoring for managers at various levels, focusing on competencies and skills needed at that level.  Improving leadership using mentoring to identify high potential employees and to cultivate their leadership skills.  Improve time to proficiency for new hires.  So use mentoring especially say during the first six months when new hires begin to help them learn new skills and integrate this new person into the workplace culture.  Retain and transfer knowledge.  Do this through situational and topical mentoring around important knowledge areas. 
Create an inclusive and diverse culture.  Using mentoring in one-on-one situations or in group mentoring between say Employee Resource Groups, this will create the inclusive culture that's required in advancing individuals with disabilities.  And retain talent through a long-term relationship.  And this includes career planning and personal development to be included in your mentoring program.  
	So now let's shift to some of the strategies employed when developing a mentoring program.  These are from the publication designing workplace programs in 2009 some of these strategies are gain commitment from key stakeholders as one would do in initiating any new program in the workplace.  Show the benefits to the organization, mentee and mentor.  The participants need to understand what's in it for them  Identify critical success factors and possible barriers.  And these can be overarching concerns within the company.  For instance is there a lack of disability awareness throughout the organization.  Do you need to start with basics before proceeding to a full program.  Define roles and establish learning contracts.  What is it that needs to be accomplished by bringing together the mentor and the mentee.  These strategies also include, choose a mentor and mentee partnership carefully.  Start off small perhaps.  Do a pilot project.  So you can learn how to match effectively.  Select key personnel as Program Coordinator.  This ensures the program has commitment from key leadership.  
	Market the mentoring program.  So once you have successfully developed a pilot and want to launch it company wide, then use those success stories to market the program.  
	Set clear goals, performance measures, and evaluation processes.  As with all initiatives, in order to maintain support, and sustain the program for the long term.  
	Now, let's just talk briefly about evaluating your program.  
	As with any new program, we'll want to develop methods to test the effectiveness of the program.  Some specific metrics we want to look at in terms of mentoring is it increases the number of participants in the program -- an increase in the number of participants.  So how many people is it really impacting and think in terms of both the mentee as well as the mentors.  
	You want to look at the behavior within the program.  Are we seeing more respect and more awareness for the needs say for instance of employees with disabilities.  
	And then outcomes at an organizational level.  Are people with disabilities advancing through the ranks as other employee groups?  
	So also in evaluating your program, we want to look at the methods.  So we want to look at the analytics.  Track the program.  And the progress of individual employees.  Are they progressing in their job or career?  
	We want to of course report this information.  We want to gather and report metrics and qualitative information for senior supporters of the program so they can further sell in order to sustain the project.  And you want to be ready to do surveys.  You want to acquire feedback from participants through all phases of the program.  Now that we have talked a bit about the virtues of mentoring program and the nuts and bolts of developing such a program, let's shift and provide some examples from the JAN database highlighting successful applications of mentoring for people with disabilities.  
	Melanie?  
	>> MELANIE WHETZEL:  Okay.  Our first example here is an employee at a fast food restaurant who was doing a great job of cleaning tables when needed but in between time left him standing around kind of getting in the way.  So after observing the employee and trying to figure out how best to help him, the crew manager determined that a more senior member of the crew had developed a rapport with the new employee.  The manager worked with the senior crew member to develop an informal mentoring relationship.  
	A mentoring relationship did develop and the new employee was able to learn the full scope of his job path from the more senior member he got questions answered and he became a more focused and diligent employee.  
	All right.  Our second example here is a country club that hired an employee with an intellectual disability who was having difficulty getting the employee motivated in the mornings to initiate the tasks he was responsible for.  Extended training on how to do the tasks, along with a task list in picture form were not proving to be successful motivators.  
	The employer noticed that a friendship had developed between the new employee and a much older pro shop employee.  The pro shop employee described the relationship as a grandfatherly one.  The pro shop employee began to mentor the new employee by doing periodic checks on him during the mornings, something the general manager was not able to do.  The response was very positive.  And the new employee worked successfully, seemingly eager to please his new friend  
	Our next example is a newly hired employee in a large office setting who disclosed that he had been diagnosed and placed on the autism spectrum but was able to function on the higher end.  His difficulties included both social anxiety and interactions with others  
	A mentor helped acclimate this new employee to the workplace.  The department the employee was hired into was a very large one with a lot of new people to meet.  The mentor helped to introduce him to people slowly not everyone all at one time and certainly not everyone even in one day  The mentor gave the employee a brief bit of information about each employee so he was better able to make a connection.  
	She also created an informal directory with photos and some identifying information on each co-worker.  
	Basic information on where each one worked and the jobs they did also helped.  She also made a chart of where each co-worker's work space was located.  Role play scenarios were used to help improve social interaction.  The employer reported that he had reduced anxiety and improved his ability to interact with co-workers.  
	Our next example is an employee who had had a successful history of working in retail in the past.  But was returning to work after being out for 25 years due to issues with major depression and chronic fatigue syndrome.  The employee was beginning work at a part-time level and requested a mentor to help her.  She felt that her retail skills, especially her people and interpersonal skills were lacking because she had been home alone for so long.  She really didn't have much confidence in herself or her ability.  Her employer saw no problems with providing her with a mentor, a much younger woman who the employee claimed was, young enough to be my daughter.  
	The younger employee had excellent interpersonal skills was adept at her sales job and had formed a rather quick positive relationship with the new employee.  The new employee was actually quite encouraged that the younger one would be interested in helping her.  And felt she would really benefit from her guidance.  
	Our last example is a situation in which you might not really think of mentoring as being a viable solution  Here we have an individual with severe social anxiety who was a landscape business owner in need of a mentor who understood both her business and her disability issues.  She had good days and bad days and needed guidance on how to remain effective on the bad days she needed help with communication strategies as well as improved organization she was looking to outsource some tasks to help reduce stress.  Micromentor score, the Small Business Development Center, and the women's business center were examples of resources recommended by herself employment team to assist her.  She used the resources JAN provided to search for a team from among mentors with expertise in the different areas.
	>> LOU ORSLENE:  Thank you, again, Melanie.  And let's end with providing you with a few resources that were helpful in the preparation of this webcast.  On the slide we provide information for making the business case for mentoring as well as a mentoring primer by Project EARN while this primer was written to look into issues involving Federal agencies it too can be useful to the private sector and also we included an interesting article about mentoring employees in the millennial demographic.  Those employees born in the early 1980s to early 2000s and whose use of technology and work-life balance is often different from the older generation.  
	Some additional resources include best practices guide in mentoring youth with disabilities.  While this is an older document, it's a great retrospective in terms of learning about the mentoring movement and its impacts on young people with disabilities.  And while the disability -- and while we know that disability mentoring is very important in the workplace, we also find that there are a number of corporations out there that are using mentoring to build their disability and diversity pipeline.  So I would be remiss if we did not mention the Disability Mentoring Day program.  And that's really aimed at providing more opportunities for young people to learn about business.  This is a large scale national effort coordinated by the American Association of People with Disabilities to promote career development for students and job seekers with disabilities through career exploring and ongoing relationships Disability Mentoring Day takes place the 3rd Wednesday of each October during national Disability Awareness Month but expanded from a one-day event to a year-round initiative across the country for more information about Disability Mentoring Day go to AAPD's Web site and search for DMD.  Other programs exist, too, to support young people with disabilities.  And again this is somewhat different from what we have been focusing on today.  Our focus today was really on retention and advancement of people with disabilities  But we did want to mention and to include some programs that do exist to support young people with disabilities and often use oftentimes mentoring as part of that technique or strategy or program.  So some of the other programs if you're not familiar with we would suggest you become familiar with and that's Career Opportunities for Students with Disabilities. 
The Emerging Leaders Program, Entry Point and the Workplace Recruitment Program.  Many of these programs provide cooperatives or internship opportunities for young people with disabilities.  So, again, if you're -- if you're working to build that talent pipeline with young people with disabilities then these are definitely programs you would like to look into so if you would like more information about these programs, too, just let us know and we can push you out some information about them.  So with that I say we go to questions.  
	If anyone has a question, then again feel free to send it to JAN or to use the pod in the bottom of the screen and to send your questions through.  
	So one of our first questions is, Melanie, if I could address this with you, when you talked about the challenges during mentoring can you offer an example of crossing boundaries?  
	>> MELANIE WHETZEL:  Sure.  Yeah, a good example would be a mentor who would maybe take advantage of an employee by having them do more personal things for them like fix their coffee, deliver their coffee, maybe do things with their lunch that type of thing.  And sometimes employees with disabilities like I had mentioned, they want to do things to please their supervisor or mentor and they might be led to do those things which are really inappropriate.  One example I can think of too that works in the office was an employee who wanted his mentor to call his mom and explain that he had been working late and that's why he hadn't been home on time and really that hadn't been the case so that was sort of crossing boundaries in the other directions with the mentee wanting the inappropriate help.
	>> LOU ORSLENE:  Okay.  So the next question -- thank you very much, Melanie.  
	Now, the next question is, how is mentoring different than on-the-job training?  And what I would say to that is really the difference is you kind of have to tease the differences out.  And that's why we did include the one slide about coaching, general coaching in the workplace.  Again if you remember when we talked about coaching we were talking that coaching is generated by the manager.  And it's really that's part of the on-the-job training between the manager and the employee.  So that we exclude from and do not include in mentoring.  Mentoring instead would be someone, again, it might be someone more senior in the organization, outside of the hierarchy, the managerial hierarchy that knows the culture well, that knows the expectations and the rules of engagement and the etiquette of various things such as meetings.  And that person -- really that person would mentor and engage the mentee in learning all of this culture.  
	Now, that -- that's very different from just a manager-employee situation.  But, however, it may include on-the-job training.  Because of course a number of those things like the cultural things, the etiquette things, within the culture of the organization, you do want that to become any part of on-the-job training.  
	So again, sometimes it's difficult to tease out.  But really think of the hierarchy of an organization.  A trainer, an on-the-job trainer would not necessarily be a mentor.  An on-the-job trainer might actually be a job coach and this is exactly why we began the conversation today by trying to tease out the various definitions of job coaching, general coaching in the workplace.  And workplace personal assistive services.  There are differences.  But indeed there are overlaps, as well.  
	But a formal mentoring program would be -- would not be on-the-job training because that we would -- we would expect that to be either controlled or managed by the manager.  And you would also not expect that to be -- result in maybe long-term sustained mentoring relationships.  
	Now, in terms of there's another question, could you give us an example of another cross-agency or we'll say business unit mentoring.  Well, you know, I could think of one really good example that there was for instance a company that was very good at inclusion and using mentoring in a certain part of their business unit.  And that was in the distribution of -- they knew inclusion in one aspect of their work.  And what they were willing to do then is to have people from that specific unit then mentor people in their marketing department so that they, too, could understand inclusion and pass that message along and thereby then really developing and this would be the overall payoff or the result for the organization is then for that to be a competitive advantage for them.  For them to be much more well versed and then for them to be recognized as being an inclusive employer.  
	I think there's another question here for you, Melanie.  
	What disabilities would best be served by mentoring?  
	>> MELANIE WHETZEL:  All right.  Well, I think a mentor could be good for all people who are starting a job or maybe transitioning into another position or when their position changes and they may have a lot of questions.  But I think specifically for people with intellectual cognitive disabilities, and that can include a brain injury, somebody returning to work after a brain injury.  It could include people with autism, learning disabilities, people with maybe ADD, ADHD.  Learning disabilities.  I think sometimes it's just difficult for people with certain cognitive disabilities to understand the whole part of their job and put it all together and a mentor can certainly be helpful in that regard, answering questions, helping them to understand how parts of their job fit together.  
	>> LOU ORSLENE:  So we also -- well, I'll tell you what, in light of one of the previous questions about teasing out the difference between on-the-job training and managerial guided supports in the workplace as compared to mentoring, I also wanted to offer too, that there's sort of another overlap, too, that no one has asked a question about and that you kind of have to tease out consciously.  You know, one of the examples provided in the EARN primer of mentoring is professional networking  And I find it interesting.  There's a short paragraph that I'll read here that was developed by wills Kokley and Holmes in 2009 and part of that primer professional networking is an important complement to mentoring so indeed a number -- if you look at on-the-job training, if you look at other educational opportunities that are offered to new employees, these, indeed, might be complementary to mentoring.  Very much like the professional networking.  
	So the authors of this document write professional networking is an act of connecting and interacting with individuals who share interests, perspectives and experiences, agencies can offer professional networking opportunities within the workplace as a component of the formal mentoring program.  But more commonly, employees seek out networking opportunities in absence of mentoring opportunities.  And I think that's a really -- that's a very good and important point  Particularly if you're an organization considering a mentoring program then maybe listening and watching and seeing what's happening with their employees in underrepresented groups, are they really forming their own -- looking for their own networking opportunities.  That might be one of those signs that there's an absence of mentoring in your organization  
	So the lack of professional development opportunities by women, minorities, and persons with disabilities is a major force for creation and growth of peer-to-peer networks by employees.  And organizations where professional development opportunities are limited and only offered to up and comers employee initiated networks provide a means for professionals at any level to share, give and receive job related advice.  And develop collaborative relationships with other professionals within one's own agency or professionals at another agency.  So I just wanted to give us the opportunity, too to clarify the difference between mentoring and networking, particularly when that networking is really generated through the employee or the mentor seeking out information.  And we are talking about the opposite.  We're talking about employers really being proactive and developing a mentoring program so that that need will be met and people will not be looking elsewhere for information or for professional networking opportunities.  
	So with that, I think that's about all the questions that we'll be able to answer today.  So thanks, everybody, for attending.  Thank you, also, to Alternative Communication Services providing the net captioning.  
	Please note that the last few slides of the presentation contained a number of resources.  You can understand the history of mentoring people with disabilities as well as how mentoring can be instrumental in developing inclusive culture so do dip into those publications we provided.  And there are a number of courses citations throughout the presentation as well if you're looking for more specific information that we covered.  However, if you need additional information about anything we talked about today or on accommodations in general, please feel free to contact us at JAN we hope that the program was very useful today.  And finally, I'll just wrap up by reminding you at the end of the webcast, an evaluation form will automatically pop up on your screen in another window.  We really appreciate your feedback so please stay logged onto fill out the evaluation form.  
	This concludes today's webcast.  Thanks, everybody.  
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