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>> ANNE HIRSH:  Hello, everyone, and welcome to the Job Accommodation Network's audio web training series.  This is a first session in our 2011/2012 series.  I am Anne Hirsh, and I am your moderator for today's program called "Profit by Investing in Workers with Disabilities."  Before we meet our speaker, a few housekeeping items.  First, if you experience technical difficulties during the webcast, call us at 800-526-7234 for voice, and hit button 5.  For TTY call 877-781-9403.  Second, at the end of the webcast we'll spend time answering any questions you have you can send in your questions any time during the webcast to our e-mail account at questions@askjan.org.  Or you can use our question-and-answer pod located in the bottom right corner of your screen. 

Put your cursor on the line next to the word question, type your question, and click on the arrow to submit your question to the queue.  On the left-hand side above the box to submit your question, you will notice a file share pod.  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 download a resource handout.  Just so you know, we will provide the transcript as a handout following the webcast.  And then 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 on to fill out the evaluation form.  Now to our speaker.  I imagine he should be very familiar to many of you. 

Lou Orslene with me today is talk about profit by investing in workers with disabilities.  Lou serves at co-director of the Job Accommodation Network in addition to providing leadership at JAN, Lou has taken on the role of assisting other interested countries in replicating the JAN model.  In this regard, he has worked with the governments of Colombia, Republican of Korea, India, and Qatar.  Elements of the JAN model have been replicated in another countries including England, Japan, and Australia among others.  Lou graduated from the University of Pittsburgh with a master's degree in public and international affairs in social work.  He also holds a certificate in disability management, as well as a certificate in managing public and non-profit organizations. 

He holds an undergraduate degree in human resource management.  Lou's work is informed by 25 years in the field of disability employment and through collaborations with groups such as the U.S. Business Leadership Network, disability management employee's coalition, assistive technology industry association, and the American Association of People with Disabilities, among others.  Lou is committed to increasing the employability of persons with disabilities.  His commitment is continuously deepened through the exploration of a nexus between the needs of employers and abilities of people with disabilities.  


Lou, thank you for taking your time out of your busy schedule to share this information with us today.  Now I turn it over you to.  


>> LOU ORSLENE: Thank you, Anne!  Good afternoon, everyone!  The Office of Disability Employment Policy has established a theme of profit by workers with disabilities.  This is a particularly relevant theme at this time because of what's happening in the field of disability employment.  While the idea of investing in human capital and profiting isn't new in business, what's new and excite something that we're experiencing a convergence of substantial private and public sector investment in the employment infrastructure necessary to engage more young people with disabilities and retain more employees who have acquired an impairment or chronic health condition.  My belief is that while we've seen flat employment numbers over the years and worse over the great recession, the investment made now will result in higher productivity and begin to close the employment gap for people with disabilities. 


Next slide.  


What I would like to cover in the next 45-50 minutes are four pieces of the employment infrastructure.  The business case for hiring and retaining people with disabilities.  How businesses can effectively communicate that their employment doors are opened to people with disabilities.  The internal infrastructure businesses need in order to capitalize on people with disabilities.  And the resources businesses use to create an inclusive workplace.  In addition to the select resources contained at the end of this webcast, please be sure to download all of the other resources from the webcast website page.  


Next slide.  


First understand the investments being made, let me read you a quote from Ernst & Young's CEO.  James Turley reported in a world economic forum annual meeting in Switzerland the following, "We found that the majority of respondents believe diversity of teams and experience improves both the financial performance and reputation of organizations."


This is from a report that a CEO survey of globalization with the topic of global leaders and what makes them successful.  Further, Turley reported that "Our research found that the leaders of successful organization capitalize on the richness of global workforce by seeking out and implementing ideas from a variety of individuals with different background, skills, and experiences, and they're not afraid to experiment."


Within the report, also the chairman and CEO of Coca-Cola offered "That a vital component of inclusive leadership is the place people far outside of their comfort zone and get them working in areas of business they've never experienced before with people they don't know and often in markets that they've never listed before."


In 2010, E&Y was number two on "Diversity, Inc's," magazine top 10 companies for people with disabilities, and building an inclusive culture is one of their key priorities.  Note that their handbook for working with non-disabled disabilities are post to the webcast page for this session.  Next slide.  


To understand why E&Y and other are making the investments, let's look at the trends driving this change.  


First, we have the aging of the U.S. workforce, and the accompanying rise of impairment.  The increase of qualified youth with disabilities entering the workforce.  The broadening of the ADA and stricter enforcement of Section 508 and Section 503 of the Rehabilitation Act.  Recognition that people with disabilities and their families have significant disposable income, and workplace accommodations including assistive technologies that enhance productivity.  


Next slide.  


As we all know at this point, the growth in the number of older workers will increase as the Baby-Boom generation ages.  And with the economic downturn, it's expected that many of these people will postpone retirement, thus the number of workers with chronic condition is likely to increase.  It's estimated by the year 2020, half of the U.S. population will have at least one chronic condition, and 1/4 will be living with multiple chronic conditions.  So as you see this is a dramatic demographic shift that no one can afford to ignore.  


Next slide.  


As most of you know, the individuals with disabilities education act mainstreamed young people with disabilities into the classrooms across the country.  The result is that more younger people than ever have benefited by the public education system.  


In 2010, the Harris poll sponsored by the National Organization on Disability reported 83% of working-aged people with disabilities have high school diplomas, or a higher education.  This is up more than 20% from 1986 when only 61% had high school diplomas or higher education.  


So a higher and higher percentage of young people with disabilities has completed high school and postsecondary schooling, and they have the expectations of work.  And just even more importantly their parents have this expectation as well.  So businesses are to build a sustainable pipeline of talent, then they must consider the talents of this underutilized group.  


Next slide.  


Legislative and regulatory changes have also increased exposure for companies.  The ADAA coverage has broadened with the business and disability community negotiated ADA Amendments Act of 2008.  The Federal Government has also enhanced enforcement of various aspects of the Rehabilitation Act of '73, and are currently rewriting regulations.  


For instance, Section 503 targets federal contractors who are said to employ more than 22% of the U.S. workforce.  


Just as the aging of the global workforce is a global issue, so is the push for disability employment.  Article 27 of the U.N. Convention calls for more inclusive workplaces.  More than 650 million have disabilities worldwide with about 54 million of these folks in the United States.  


Next slide.  


And people with disabilities are also a large market segment to sell products and services.  A study by Gary Siperstein and former Assistant Secretary Neil Romano reports that 87% of survey participants specifically agreed that they would prefer to give their businesses to companies that hire individuals with disabilities.  And we also know that researchers have extrapolated statistics from the census, and they've concluded that Americans With disabilities represent more than 200 billion in discretionary spending, not including their extended families and support networks who are also a significant market segment.  I have seen figures that include families of people with disabilities and the number of disposable income climbs to $1 trillion.  Next slide.  


And from our research at JAN, we know that accommodations are effective and at low cost.  We find in our employer reported JAN study that we do annually, our employers report that 71% say that there is an increase in the employee's productivity with accommodation.  They also report that 76% of accommodations were either very effective or extremely effective.  And most accommodations, 56%, were made at no cost at all.  In addition to reporting these findings, employers also reported the benefits of accommodation including 89% reported retaining a valued employee.  60% reported elimination of cost and training of a new employee.  53% reported an increase in the employee's attendance.  And 43% reported an increase of the company diversity. 

So for these many reasons, there is profit from investing in people with disabilities and making accommodations.  Whether increased creativity or better problem-solving or minimizing risks, hiring and advancing people with disabilities is an important consideration now in the workplace.  Next slide.  In creating inclusive workplaces, it's essential that people with disabilities like any other group in the diversity rubric be able to recognize that they are welcomed in a company's culture.  So if you are working to recruit and retain people with disabilities, I believe that there are five signs to people with disabilities that your doors are open to them.  The dines are accessible work site, accessible ethos, particularly language.  And by ethos I mean the character of the workplace. 

Also your accessible workplace technology.  Inclusive policies and practices, and external partnership with disability-related services.  All of these together show people with disabilities that your doors are opened to them.  Next slide.  So let's first talk a little bit about language.  A major part of the ethos, or character, of the workplace is language.  It can be welcoming or it can be isolating.  You can hire people in with disabilities and be very inclusive in your hiring process.  Once they get to your office they can find that the language is isolating and alienating.  So let's talk about that language.  First of all, I think that we're all pretty much aware of people-first language.  You know that is people with disabilities instead of disabled people.  There is certainly a change in the language that people are using these days. 

Also, no one is a victim.  Certainly in the workplace where your ability, skills, and your knowledge are the most important things, nobody wants to be perceived as a victim, and certainly people with disabilities do not either.  Now, in terms of adults needing special needs, special needs is really a term that would you use for young people in school districts, or young people in general.  But as a rule, adults with disabilities, they don't really have special needs.  The language would be instead assistance, accommodations, adjustments, et cetera.  Also, be aware that disabilities have varying levels of impairment, that of being blind, that of being hearing, so people will refer to people who have -- that they're legally blind, or they are low sighted. 

So it's really important for you to really understand those terms because you may mis-perceive somebody's disability.  They may be blind, but they may have some sight.  They may be able to perceive shadows.  They may be able to protect themselves.  So being blind oftentimes there are varying levels, so it's not just enough information sometimes for you to really understand the impairment.  And in terms of mental illness, correct?  Or mental health, chronic mental health issues.  We hear that a lot.  But we wouldn't use denigrating descriptions to talk about people in the workplace.  That would be unwelcoming.  And intellectual disability, correct?  Not mental retardation.  We've talked about this the last couple of years.  I see a lot of effort made by the campaign for disability employment, and also by the Special Olympics, And really mental retardation should now fall out of our language. 

We're really talking about people with intellectual disabilities, to get away from stigmatizing people with disabilities.  The next slide.  Now, let's talk a bit about meet and greet.  First of all, one of the most important things is for us to realize, and I've given you statistics about the aging of the workplace, and the changes that are happening in the workplace.  And everybody is just like you, right?  I mean, it doesn't really matter whether one has a disability or somebody is more able bodied.  What do you do when you go up to somebody when you meet them?  You smile.  You make eye contact.  You shake hands with them, right?  That wouldn't be any different for people with disabilities.  Also, write down what you want to say if someone isn't understanding what you are saying, and you are not able to communicate very well. 

Straight away, if you are meeting and greeting somebody, try a different form of communication.  So write down the conversation and see if they respond to that.  And if not, try another way.  How about meeting and talking with the person with blindness?  If someone's blind, introduce yourself.  Make sure you inform the person.  For instance, when you're leaving.  If you are walking with the person, and they want you to take their arm, do not necessarily just grab them and touch people.  That's really not the way that that's done.  Instead, what you want to do is ask them if they need assistance, and they may very well not need assistance.  Gracefully accept that they don't need your assistance.  If they do need assistance in finding a seat, speak the person's name and tap on the table where they will sit. 

They should accept your help to sit down, and you can always guide the person's hand then toward the back of the chair.  And, again, that's if they need your help and if they are accepting of your help.  That's very important.  Sit down and relax.  If you are having a conversation with somebody in a wheelchair, then pull up a chair so as to be at eye level.  Also, do not touch a person's wheelchair without permission.  That is generally seen as part of them, and, again, you wouldn't touch somebody in the workplace, so you shouldn't touch people's wheelchair.  If we're talking about cosmetic disfigurement, it's something that a lot of people are uncomfortable about, and this is something that as human beings sometimes we're a little too inquisitive.  Instead, when you meet somebody with a cosmetic disfigurement, remember where we started this slide which is what you do. 

You smile.  You make eye contact.  You shake hands, right?  You treat everybody like you want to be treated.  Service animals, of course, I am sure most of you if not all of you know at this point it's not a toy.  It's not to be played with.  A service animal is a working animal and really the person that is using the service animal should be the one giving commands and working with the animal.  The speech impairment, and, again, this is if you are able to understand someone with a speech impairment.  Own it.  Say you don't understand.  Try to go to a quieter work area.  Make attempts to write things down.  Make the effort to understand what that person is saying.  If you don't understand it, don't say that you do.  I think that's one of the worst things because we all know when somebody does something like that. 

So ultimately if you are unsure how to communicate with the person, then ask the person, and be creative in using different devices in order to do that.  Next slide.  Let's go to a few general tips.  Abilities first, right?  I think that we are all on board with that these days, that we really look at abilities first.  The disability isn't important.  Again, we're looking at skills, knowledge, and abilities.  That's the most important thing in the workplace and that's what we're looking at.  More and more we'll see adaptive devices in assistive technology at work.  That's with a lot of people whether they have a disability or not because we're seeing a lot of the technologies transferred to more able-bodied people in order to make people more productive.  Communicate directly. 

Eye contact, of course.  A colleague with a disability, particularly if they have a personal assistant or interpreter, your eye should be on the colleague and not assistant.  Gaining the attention of someone who is deaf.  If it's not possible for you to stand in front of them to make yourself known that you want to get their attention, then it is permissible to tap somebody lightly on the shoulder in order to get their attention.  Communication preference.  If you don't know how the way that somebody communicates, ask about their preferred way.  And, of course, as I said before, ask first when providing assistance.  Just simply ask.  If someone looks like they are in trouble, then say, "May I assist you?"If they really want you to assist them, I am sure that they will not decline your offer. 

Let's go to the next slide.  Interviewing a person with a disability.  What's really important here is to provide training for all employees who might be in contact with the person with a disability.  Train all staff from the receptionist to those on the interviewing team on the basics of disability.  Greeting someone who is blind, for instance, or what to do if a person is deaf and needs an interpreter, these are very important things for these people to know.  Focus on the essential functions of the job, and only if the person has an obvious disability, or they disclose about a disability that we may preclude from them that they may not be able to perform the essential functions, and it may be appropriate to ask about accommodations or how they would do certain essential function. 

Disability does not need to be disclosed.  It's really amazing how many employers still think that a person just because they are hired with you has to at the very beginning disclose their disability even if they don't need a disability.  Realize that a person doesn't have to disclose.  Only if a person is asking for accommodation will that disclosure be necessary.  And voluntary disclosure.  Affirmative action can only happen if you have an affirmative action plan and your request for voluntary disclosure is voluntary and anonymous.  That's the way you can ask for voluntary disclosure particularly those sub-contractors that need to comply with Section 503 3.  How to reply to a disclosure of disability?  This is somebody that everybody needs to know.  From your frontline person who is the receptionist at the hiring office to the hiring manager to the supervisor, everybody needs some basic information about what to do next when a disclosure is made. 

Next slide.  Supervising a person with a disability.  It's really important to orient people to the evacuation procedures and understand their needs.  One of the highest supervisory priorities which should be accomplished immediately by supervisors is to orient the employee with disability to the evacuation procedures.  You should make adjustments to the procedure if the emergency evacuation process will need to be changed in order to ensure the safety of the individual.  Learning to navigate the office.  For new employee who is blind or has low vision, provide sufficient time for them to orient themselves to the office.  A mobility specialist from a local VR service, or a blind association, should be able to help you in that regard.  Respect privacy.  Do not make small talk about disability. 

Disability is really not one of those things that you want your employees to be talking about.  It's a private and confidential issue.  It's protected by law.  You really need to protect people's privacy.  That's essential as they go through the hiring process, being an employee, and retiring from a business.  That's very important.  Productivity tools, just do it.  I remember a few years ago when the society for human resource managers online editor said if you have somebody and they want a natural keyboard or they want a magnifier for their computer, don't even engage in a conversation of whether the person has a disability or whether you really need to be talking the Americans With Disabilities Act.  It's a productivity tool.  It's minimal in cost.  You would do it for other employees. 

Just do it!  But if a person discloses and asks for an accommodation, then begin that interactive process.  Communicate frequently and document.  And JAN has a publication on the interactive process that should also be posted on the webcast site, and we suggest that you consider going through that process as your interactive process.  Next slide.  Another clear sign that an organization's doors are opened is when their workplace technology is accessible.  The doors are open according to Debra Ruh when websites, applicant tracking system, online HR systems, intranets, service centers, products and services, promotions and marketing and communications tools are all accessible.  That's when people do know that your doors are open and you are inclusive of people with disabilities in your workplace and also in your products and services. 

Next slide.  Now, let's look at what some major companies are doing in order to diversify their workplace.  Much of JAN's success over the years has been due to its collaboration with customers and organizations such as the U.S. Business Leadership Network.  And in the past few years in concert with USBLN members, we've offered webcasts highlighting the collaborative practices.  The practices that I will be offering in the next few minutes results directly from this collaboration and result from our quarterly effective practices webcast.  So these are some of the tips from the leaders.  Whenever we had the webcast with JPMorgan Chase's vice President, she suggests, and you will hear this broadly and widely these days that you really need to have a champion in the "C"   Suite. 

You need a vice president or a senior leader who is affected by disability because they have a son or daughter with autism, or a nephew or niece that uses a wheelchair.  Those are the people that you really look to and find a champion.  Champions are important because they can breakthrough the barriers when no one else can in an organization.  Identify existing channels of communication.  Identify allies and departments for collaboration.  This is something that Frances West said was very important when she was doing her webcast about what IBM is doing.  It's really important she said not to build a disability program, and to develop separate channels of communication for this program.  What's really important is for the program to be integrated fully into the organization, and if you have a e-news already existing, then an article about disability, or an article about inclusiveness. 

That's what one should do.  Again, do not establish a new infrastructure specifically just for your disability program.  It needs to be integrated into all of the others.  Build a diversity and include a strategic plan with a diversity recruiting commitment, and a diversity performance objective.  This is one of the things that was suggested by Tammy McNaghten.  It's important to put the correct infrastructure in place and the strategic planning in place to do that this is one of her suggestions.  Also as we saw with many of the webcasts, leaders said, to begin with, you have to discuss accessibility audits.  The work site, technology, policies and practices, these all need to be accessible as you move forward.  And oftentimes choose the low-hanging fruit.  For instance, if you're looking at your website and looking at the website accessibility and you want an assessment, you can come to JAN, and we'll use our SNAP tool to evaluate that website. 

And we'll give you a report card.  It will be graded.  Look at the things that you can do after we provide that report.  And, you know, grade them and prioritize them according to what's easiest to do.  And then start to move forward in your process.  Also, develop training to dispel myths.  Provide the business case, and provide updated or new policies and procedures.  This is something that, again, there was a chorus of leaders as we did the effective practices webcast.  Next slide.  So once your organization has embraced the elements I included for tips for leaders, you will want to start developing an internal infrastructure to support your plans.  Over the years during our effective practices webcast, I've heard a number of elements taken by businesses to begin building their infrastructure. 

The next couple of slides cover as number of internal steps taken by organizations towards the goal of a more inclusive workplace.  Let's look internally, and let's see how many of these organizations started the process.  They developed an internal expertise concerning disability in a single point of contact.  So that's important.  You may not be able to educate everyone in your organization at the same time, and it's probably not even wise to have that expectation, but what you do need is you need a single point of contact, a person that can go out and attend for, instance, the USBLN conference, and bring that information back to your organization and to start building that library of information and processes in practices and best practices that your organization will follow.  You also need somebody that, say for instance, someone disclosing during an interview, and the hiring managers -- you haven't had time to train the hiring managers to a great extent, then what they should know is as soon as somebody discloses, maybe they can't give the answer, but what they can do is diplomatically and gracefully say let's end the process for now.  I understand that are you asking for an accommodation.  Let me get back with you.  And then they can speak to the single point of contact, and this person with the internal expertise then can really decide what to do next.  Develop or adapt accommodation policy and procedures.  There are great accommodation policies and procedures out there.  We have a number of them on the JAN website.  You may want to speak to some of the members of the U.S. 

Business Leadership Network.  These days there are so many good ones.  I would say adapt accommodation and policies and procedures.  Adapt JAN's suggested interactive process, and that's just a great way to start.  Conduct an anonymous voluntary survey to begin and establish a baseline and understand how your organization is affected by disability.  In terms of establishing a business case, of course you'll have a general business case, some of the information that I offered to you today.  And for instance, if you are in the retail business, specifically maybe pharmaceuticals, you may want to look at what Walgreens is doing, and you may want to look at what they're doing in their universally designed distribution centers, and you see that initial reports are saying that they've increased their productivity by 20% by having that universally designed. 

So definitely you want to look around and you want to see what other people are doing, and you want to start benchmarking.  But what you also need is that internal baseline, and you need to customize that business case for your senior leadership.  So that is a good way to start.  You really need to know how your organization is affected.  It's an anonymous voluntary survey that would give you that information.  This leads to the fourth, which is develop your own organizational business case and provide leaders with information to dispel the myths and disabilities as they arise.  So when one leader is speaking to another, and they really think that the healthcare will be too costly if we hire people with disabilities, then what you need to do is you need to have information at your fingertips to provide to those leaders so that they can dispel these myths and move everybody forward in the organization. 

Next slide.  Start internally, too, and these are sort of, again, low-hanging fruit.  Ensuring that all current training materials are accessible.  Ensuring that all company communications are accessible.  Ensuring that all hiring sites and meeting space is accessible.  Ensuring company events and holiday parties are accessible are all very, very important.  All means that your doors are opened to people with disabilities.  And these are all things that you can't tackle at one time.  But what you need to do is do that strategic plan, prioritize what you can and cannot do, and then have a priority list as you move through it to make your workplace much more inclusive.  Next slide.  And as part of your internal communications, make sure that everybody needs to know -- or rather, as part of your internal communication, everybody needs to know certain things. 

They need to know who your top champions are.  So there might be somebody bucking you in the communications department about sending some information out about the national disability employment awareness month.  You need to know who that top champion is so that you can speak with them and they can break that barrier for you and make sure that that article is run in the company newsletter.  Know who the point person is, and the internal expert for disability-related questions.  Everybody needs to know that.  Everybody needs to know what to do if someone discloses.  Again, if this is nothing more than to stop the conversation diplomatically and graciously at that point and refer them to the point person on disability.  Everyone needs to know how accommodations were funded.  This is where that idea of centralized accommodation fund comes up. 

Because if accommodations are coming out of a specific unit's budget, then sometimes supervisors are reluctant to provide that accommodation.  So if it's going to be provided out of their budget, they need to know what kind of incentives there are to provide accommodations.  They'll also need to know how they'll be held accountable.  Let's again talk about the example of the supervisor.  I remember Tammy telling me that in her organization what they did was added disability as a metric to the supervisor's job description and annual performance appraisal.  So that is a good way, a good example of holding people in the organization accountable.  Now in addition to really beginning the process and starting a lot of internal changes necessary to be more inclusive, there's some external actions that you can take as well. 

One of those things is visiting other companies or joining the USBLN to identify a mentor.  That really is what USBLN is all about.  One company mentoring another company.  So that way you can really see and talk to them about what their benchmarks are, what their internal capacities are, how they're prioritize their strategic plan.  Ask other companies, again, for their benchmarks.  If you know somebody else in your industry, or somebody in a similar industry, see what their benchmarks are.  Identify external partners for technical assistance.  So that's, you know, localized resources.  So that might be an employment non-profit in your local area that, for instance, does job coaching.  That might be the State VR.  Identify external partners to build your talent pipeline. 

That's important, too.  Most of the companies that we find are successful in making themselves more inclusive, they have a plethora of partners they've worked with for years in order to build that pipeline and provide that technical assistance.  And review articles and books on inclusion.  A number of articles and books, many of which have been produced by ODEP in the past 10 years are within that resource -- those additional resource lists that provided on the webcast page.  And the last thing you really have to do is you really just have to know your resources.  You have to know what ODEP does, and all of its technical assistance programs.  Its technical assistance programs produce a lot of effective policies and practices.  Their goal is to increase employment of people with disabilities. 

ODEP is celebrating its 10th anniversary as an agency in the U.S. Department of Labor.  And it is generated considerable amount of research, produced a number of technical assistance documents, and it's collaborated for change with a number of private and public sector organizations.  It's important to note that ODEP provided seed funding to launch, for instance, the U.S. Business Leadership Network, the college careers for students with disabilities, and the workforce recruitment program.  So this is really an important asset that you really need to investigate, look at some of their reporting, look at their reports, and see.  There are a number of benchmarking documents.  One of the documents that is on your list was produced by the Burton Blatt Institute.  

And they looked at a number of inclusive practices and looked at what was going on in the workplace.  They produced a document with a number of benchmarks, in terms of being inclusive.  And, of course, JAN, being on our webcast are you familiar with us and you know what we do.  ODEP also has another technical assistance center, EARN, who focuses employers, and there is no-cost national hire for people looking to retain qualified employees with disabilities.  The ADA network can provide technical assistance and disability awareness and the ADA.  State Vocational Rehab agencies, they can help you identify qualified applicants with disabilities.  And then there are a number of internship programs these days specifically for young people with disabilities, like the aforementioned Workforce Recruitment Program, Emerging Leaders, Entry Point, so it really behooves you to know all of the resources and you can plug them in whenever you need. 


There are a number of disability-related job banks that we've collaborated with, such as gettinghired.com, One More Way Foundation, Ability Jobs, Disaboom.  There are a number of them out there.  


Go to the next slide.  So I just want to leave you with on an optimistic note.  I know that there has been a very severe economic downturn, and I know that the numbers that we see are really people with disabilities are less employed than they are previously, but I really think that over the past decade, and particularly in the last few years, organizations, large companies are being more inclusive than ever, and they're understanding their business case for hiring, retaining, and advancing people with disabilities.  And I think that it is just time, and that there really is a convergence of the businesses buying into the business case and understanding the business case, the infrastructure is there now. 

We know that all of the supports that employers need in making their workplaces more inclusive, that are present, so truly it is time for us all to move forward and to embrace this infrastructure, to collaborate more, and for us to increase the numbers in terms of the employment of people with disabilities.  


If you have any specific questions that you want to ask, you will see our contact information there.  You can visit our website as well and chat with one of our consultants.  


So let's go to questions.  


>>  ANNE HIRSH:  Thank you, Lou.  Now, let's take a look at some of the questions that we have from our audience.  As a reminder, to use the question pod, put your cursor on the line question, type your question, and submit it to the question queue by clicking on the arrow.  Our first question is you spoke of employment infrastructure.  Can you tell us a bit more about employment infrastructure?  


 LOU ORSLENE: I think that's what I was trying to get at when I ended the presentation.  There are two infrastructures really.  One is a national or global infrastructure.  And that includes, for instance, ODEP and the technical assistance centers of ODEP.  That includes organizations like the United States business leadership network, the disability management employers coalition, the national industry liaison group.  All of these groups are really leading the charge in terms of hiring, retaining, and advancing people with disabilities.  So they are all part of what I see as this national and global employment infrastructure.  And then I also use the word "infrastructure" internally because businesses really need to develop their own infrastructure internally in terms of training, their policies, and procedures, so, again, I use "infrastructure" in terms of that internal business sort of schema that really is necessary to move their organizations to be more inclusive. 


>>  ANNE HIRSH:  Okay.  Kind of along that same line of information, you spoke earlier of identifying external partners.  We have a participant who has had quite a bit experience as a headhunter for 20-plus years, and is concerned that sometimes a disability employment support service comes from a position that's really not all that helpful for getting someone hired.  And I believe from your work you have had exposure for better way for individual service providers to get involved in approaching employers.  Can you talk to that a little bit?  


 LOU ORSLENE: I can.  I think that the person I heard speak most eloquently on this is Erin Riley from Project Search.  And her dilemma is always that -- she is with Cincinnati Children's  Hospital.  They have a wonderful model that's been replicated all over the country and globally.  And so many employment groups going to a single employer and offering their services without really understanding what the needs are of the business.  She spoke many times about how off-putting that really is.  So employment organizations really need to understand the business case for hiring, retaining, and advancing people with disabilities.  And, specifically, if you are approaching a certain industry, or approaching a certain employer, they need to know more about what the needs of that employer is. 


I mean, only then I really think can you support and you can really service that employer.  And hopefully in the future, too, and I know that this is a challenge because of the way that the funding is structured.  But hopefully in the future we will find a way that organizations can also -- the employment organizations within an area, geographic location, can organize themselves in such a way really to support employers more holistically so that they're not all marketing their services to the same employers again and again and again.  So I certainly understand that there are a lot of employment agencies out there that really do not understand the business case, do not understand the business, and they keep again and again saying, you know, do you want my services, or can you use my services without clearly understanding the needs of the employer. 


>>  ANNE HIRSH:  So some of the items that you have in your recent handout would be help of follow that group as well?  


 LOU ORSLENE: Yes.  I believe so, yes.  


>>  ANNE HIRSH:  We have another question.  You mentioned adding disability as a metric in supervisor job description to lend more inclusive workplaces.  Can you tell us a bit more by what you mean by that?  


 LOU ORSLENE: Right.  Just as you would have that, you know, a person needs to provide leadership, say for instance, somebody is on the leadership team, and you have a metric with them, their performance appraisal that they need to provide leadership in terms of communication, and they need to lead this group, and they need to create a strategic plan, and then they need to be prioritized from the strategic plan, the goals that are to be met that year, and their work plan includes these goals, and they need to accomplish that in order for them to accomplish the goals within their performance appraisal.  You know, adding a metric for the supervisor that, you know, really talks about their recruitment numbers, and how that they can be more inclusive of people with disabilities, and how they've provided accommodations. 

That's kind of one of the ways that you can add metrics to their job descriptions.  


>>  ANNE HIRSH:  So pretty much it's making sure that are you training them appropriately?  


 LOU ORSLENE: Right.  


>>  ANNE HIRSH:  And adding that in the metrics to follow through with what you're training people son actually being implemented.  


 LOU ORSLENE: Exactly.  It may be, for instance, somebody that's disclosed, has a disability, has been accommodated.  And say for instance they want to advance in their career but they've run into some kind of barrier where there is an interoperability problem with their technology.  Then really that supervisor needs to be working on that issue, and they need to be, you know, if that person is qualified to be advanced, they need to be assisting that person in the advancement of their career.  So that's the kind of thing then that a supervisor can out to in their performance appraisal to show that they are being inclusive, people with disabilities, and that they're really setting the stage for people, you know, for moving qualified people up in the organization.  


>>  ANNE HIRSH:  Okay.  We have another question from an individual who works with employers whose workers have sustained industrial industries.  So there are employers requiring someone after developing a disability.  Do you have tips for encouraging employers to retain workers with disabilities or injuries?  We have a publication on our website that talks about return to work, a fact sheet.  


 LOU ORSLENE: Exactly.  And, you know, the first thing that I think of there to really understand the issues and to understand the incentives is really to engage and collaborate, which I've talked a lot about.  The disability management employer's coalition, they have really setup -- I night overuse the word -- but an infrastructure for disability management in the workplace.  And all of their resources are really around the issue of retaining people with injuries and bringing them back to work and really showing the business case for that, too.  Because I have heard from one of our employers that had used us, and they were a best practice that the disability management employer's coalition, that really their work was highlighted there and they were given an award.  

They were a school district who found that one of their practices really is to get all of the internal people working with disabilities together on a team to really look at the issue of disability and to really look at how the person could best be kept on the staff.  And when they did that, they did save in their first year I believe it was something like a million dollars and then they were able to setup a centralized accommodation fund.  So I think that my first thought would be really to engage and collaborate with the disability management employer's coalition, and I think, too, that I would look internally because I would really need to know what the issues are with the specific employers in terms of how much workers' compensation claims they have, how much they use in long-term disability and short-term disability, so really understanding, again, maybe what their needs are. 

Understanding the technology and best practices that are out there and really bringing these together to encourage employers to really look at disability management as the path or route they want to take.  


>>  ANNE HIRSH:  Okay.  We have another question from an individual who indicates that they are not allowed to survey individuals here.  I'm guessing by "here" they mean their place of employment.  How do you propose they collect data if they are unable to survey?  I'm not sure that you can really address -- obviously they need to find out why they are not able to survey to further that.  But they were able to survey, can you talk about that as well?  


 LOU ORSLENE: I am not sure what the barrier is internally.  And it may be misperceptions about what one can or cannot do in terms of the ADA in terms of medical inquiry.  That's usually the barrier.  


What I would suggest is that Linda Batiste, our lawyer on staff, has written an article called "Affirmative Action In Disability:  What Can Employers Ask."  And that's on our website.  If you go to our website and go to the Consultant's Corner, it's Volume 5, Issue 5.  


>>  ANNE HIRSH:  Thank you.  The next one is another more specific question.  Is it legal to, indeed, orient a person to evacuation plans without the perception of singling out a person with a disability?  


 LOU ORSLENE: You know, in terms of legality of everything, you know, I am not a lawyer.  I wouldn't go into that.  And it really depends how it's done as well.  It depends whether the person has disclosed and whether it can't be -- you can't be just perceiving somebody has a disability, and then, you know, wanting to provide them help.  That's really not the way, and I think that I've included that throughout the presentation.  


You really need to ask people if they need supports, and if they need supports, then, you know, how that support can be provided.  
So, again, it depends on how it is done.  It's certainly a consideration if you hire a person with a disability, or if someone asks for an accommodation and that very well may be impede them to exit in your building.  So it's something that you want to think about. 


And Beth just very quickly pulled up one of our publications, JAN's Accommodation and Compliance Series Employers Guide to Including Employees with DisabilitIES in Emergency Evacuation Plans, so I will direct you to that publication, too, to be more clear in the do's and don't and exactly how to do that.  


>>  ANNE HIRSH:  Okay, thank you.  We have another question.    Someone noticed that you used the word "affected" by disability.  Someone thought that the word "impacted" was more appropriate.


>> LOU ORSLENE:  I like the word impacted as well.  I can't say that I have a preference over the two.  



>> ANNE HIRSH:  We have another question.  As a champion, they believe that a significant undertaking is changing attitudes.  And the research does reflect that. Can you talk what you have found in changing attitudes?  


 LOU ORSLENE: I believe as John Kemp, who is now with the National Business and Disability Council and was with the USBLN, changing attitudes is -- the way to change it is hiring your first person with a disability.  And to begin with them to make your workplace more inclusive.  I think that's one of the most effective ways at this point is just to hire sombody with a disability and get on with it and move forward.   


I also think that campaigns are important here as well.  That's what all of the research has shown for years and years.  We've been working with the USBLN, AAPD, Special Olympics And others and collaborating and providing the administrative support for the campaign for disability employment.  That, too, I think is really helpful.  If we have some very positive PSAs out there, and if we make an effort changing attitudes by giving people good visuals and success stories.  You will see on the JAN website and the ODEP website and it's spreading to other websites. 


We all go in and out of a disability oftentimes.  So it's not us or them anymore.  This is just a natural part of life, and it's a natural part of life that all of us will experience.  


>>  ANNE HIRSH:  Okay.  Lou, I think that we have time for one more quick question.  How do you ensure that all of your business technologies are accessible?  More specifically do you know of any -- can you talk more about a tool for testing our application tracking system?  You said earlier in the presentation that the face of the company is often the website.  


 LOU ORSLENE: Exactly.  And, again, I would point you to one of our resources which is called the SNAP tool.  And I think that my e-mail is being provided.  If you would like your website and your online application tracking system to be tested for accessibility, we're certainly willing to do that and use our SNAP tool to give you a report card.  One of the things that I think that is real important, though, in this whole process and really understanding it, I think that there are a couple of different strategies.  One of them is that you really need to understand the issue.  There are a lot of technical assistance information that ODEP has developed.  Those are on the list of resources.  Being more involved in knowing what the assistive technology industry association is saying and doing.  That might be helpful. 


Also having some orientation to your assistive technology, your state assistive technology program, for you to understand more about assistive technology and really to know about the issues of accessibility.  So I think that educating your strategy is a strategy as self.  Then you get to a point where you realize in your contracts, whenever are you contracting out your applicant tracking system, or your new information system, then you really need to include Section 508, mention of Section 508 within that contract document and hold the vendor to the fire to ensure that they are making everything that you are creating accessible so that your next employee who happens to be blind is hired in, that your information is accessible, and also can be operated with their screen reading software.  So I think that all of those are strategies to ensuring that your infrastructure is accessible. 


>>  ANNE HIRSH:  Thank you, Lou.  And that is all the time that we have thank you for attending.  Lou, a special thank you to you for joining us today and if are you willing, like I think you said you were, we'll let our audience know how to contact you if you have questions.  


I also want to thank Alternative Communication Services for providing the net captioning.  If you need additional everything in about anything that we talked about today, please let us know.  If you want to discuss an accommodation, please feel free to contact us at JAN.  We do hope that this program was useful.  And as mentioned earlier, an evaluation form will automatically pop up on your screen in another window as soon as we finish.  We appreciate your feedback so that we hope that you will take a minute to complete this form. 


Again, thank you for attending.  This concludes today's webcast.   


