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	>> LOU ORSLENE: All right.  We're going live.  Hello everyone and welcome the Job Accommodation Network's monthly Webcast Series I'm Lou Orslene and I'll be moderating today's program entitled "ODEP Technical Assistance Centers:  Making Workplaces More Inclusive of People with Disabilities".  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 800-526-7234 for voice and hit button 5.  For the TTY call, 977-781-9403.  
	Second, towards the end of the webcast we'll be spending some time answering questions you have, you can send 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 the question into 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 company.  You can also -- save to my computer and you can find it in the file sharepod finally at the end of the webcast an evaluation form will automatically pop up in on your screen in another window we really appreciate your feedback so please stay logged on and fill out the evaluation form.  Now let's begin our presentation this afternoon we'll be talking about the technical assistance centers funded by the U.S. Department of Labor's Office of Disability Employment Policy otherwise known as ODEP.  
	ODEP's vision is a world in which people with disabilities have unlimited employment opportunities.  Supporting the vision is a mission to develop and influence policies and practices that increase the number and the quality of employment opportunities for people with disabilities.  
	ODEP operationlizes its mission through five technical assistance centers as well as the Campaign for Disability Employment, the Workforce Recruitment Program and disability.gov.  
	The U.S. Federal Government's Web site for information on disability programs and services nationwide.  
	JAN is one of the five ODEP TA centers.  Today's presenters will provide participants with a glimpse into three ODEP -- the other three technical assistance centers.  
	These include the National Employer Policy, Research and Technical Assistance Center for Employers, quite the mouthful and employment and accessible technology otherwise known as PEAT and National Center on Leadership for the Employment and Economic Advancement of People with Disabilities otherwise known as the LEAD Center  We will learn from each of the centers their latest initiatives to support the inclusion of people with disabilities in the workforce.  
	And before we begin let me just take a moment for some commentary.  We would encourage JAN webcast participants, particularly our employer customers to access and use the employment related programs for people with disabilities, including the ODEP TA Centers we will hear of today  
	The Government Accountability Office reports U.S spends about $4.1 billion in economic employment support.  Thus, as a country we have a vast disability ecosystem.  As a best practice, we and many others suggest employers develop an internal single point of contact or unit -- single point of contact or unit on issues of disability.  
	This person or unit serves as a subject expert and is a liaison to the many Government programs that exist.  Eliminating the need to develop an even larger infrastructure in-house.  Thus, investing a little now can open up greater access to governmental resource and hence longer term savings.  
	With that, let me introduce our first speaker, Brett Sheats.  Who serves as the national Project Director for the National Employer Policy, Research and Technical Assistance Center for Employers otherwise known as the Employer TA Center.  The Employer TA Center through its Web site -- you know what, I'm sorry here.  
The Employer TA Center through it's Web site AskEarnorg acts as a resource for employers wanting to recruit hire and retain individuals with disabilities.  
	Prior to his role at the center, Brett was a manager with the Wounded Warrior programs, Warriors to Work program.  The program helped post 9/11 Veterans deal with injuries from their time in service find employment and build careers Brett has also worked with the -- as a finance attorney with a firm in New York City and a proud Veteran of the war in Afghanistan.  Brett is a graduate of the George Washington University law school and Wake Forest University.  Good afternoon, Brett, thanks very much for your service and protecting our country  And let me turn it over to you.  
	>> BRETT SHEATS:  Thank you, Lou, it's a pleasure to be here today.  Thank you for having the Employer TA Center take part in this great webinar.  I'm excited to be here.  Because I think this is just going to give a lot of great information to our audience about the different resources that collectively the TA Centers provide.  
	So as Lou said I act as the national Project Director for the Employer TA Center which is a much shorter version of that mouthful that you heard earlier.  If we go to the next slide the Employer TA Center overview slide we act as a resource for employers seeking to recruit, hire, retain and advance qualified employees with disabilities.  And I think what's important to take from there is really twofold.  First, we concentrate on the organization side as opposed to the individual.  So we are a great place for employers to go to if they are looking for strategies to increase their disability inclusion policies for their entire organization.  
	Second, we're not just about hiring.  
	We think that the best time to think about disability inclusion is the entire lifecycle of employment.  So we have resources that deal with recruiting and attracting people with disabilities to your organization  
	Interviewing and hiring.  Retention.  And finally, promotion and advancement.  These are really key when it comes to not only bringing individuals with disabilities on board but making sure that they are -- they stay with the organization as long as possible and have productive and satisfying careers so we have resources that touch on all of those points on our Web site which is AskEarn.org.  We support public and private sector organizations  So you'll find papers and policy outputs all types of how-tos lists on our Web site.  And the most important thing we can do is make sure that they are relevant for whatever organization company, agency you're working for so if you work for a Federal agency we have great content on there that deals specifically with things like Schedule A and other topics that will be of interest to you as someone in the Federal Government.  If you're a private employer or a Federal contractor, we have great resources on there talking about Section 503.  We have great resources on there that deal with the private sector and how disability inclusion can really help the bottom line of any business.  
	So I encourage you when you go on the Web site to take a look and make sure that you search around a little bit and see what resources we have that really are on point for the organization you're with.  
	The Employer TA Center is managed by the Viscardi Center.  The Viscardi Center is a nonprofit that's based out of Long Island.  Our president and CEO is a gentleman by the name of John Kemp and I actually am based down in Washington D.C.  A lot of the partners that we have on the employee teams that are on the project are in DC so it's great to be in our national's Capitol and working alongside ODEP and the Department of Labor  
	I mentioned we do have a collaborative of diverse partners that work with us, real Subject Matter Experts that provide content and are great resources on the Employer TA Center team.  
	Some of those partners include the center for the study and advancement of disability policy, DiversityInc, Georgetown University's McDonough School of Business global social enterprise initiatives it's a mouthful but it's part of Georgetown's business school  Georgia Tech's center for advanced communications policy.  The George Washington University Graduate School of education and human development.  The National Conference of State Legislatures.  And finally the U.S. Business Leadership Network or USBLN  So as you can see we have a really diverse team from all over the country helping us.  And really pitching in and providing great analysis and creating great resources for employers to use as they are thinking about disability inclusion.  
	Next slide, please.  
	So this slide talks a little bit about some of our current products and services that you can find on the web.  First AskEarn.org that's our main Web site.  There you can find customized trainings that are -- that will be available either in-person or online.  And those trainings and other resources are on a wide variety of topics.  We give trainings on diversity goals.  Particularly developing and retaining a diverse workforce.  Recruitment in hiring.  Supervision in management which includes managing, mentoring, developing employees.  
	Inclusive workplaces in general which is really how to promote a disability inclusive workplace in your company.  
	And finally, disability laws, which are just knowing and understanding your legal rights and responsibilities.  So those are some of the customized trainings that we have online.  And that we even can offer in person.  
	We also have webinars.  We have -- we do monthly webinars.  And most -- our most recent webinar dealt with return to work and stay at work strategies  
	We try to talk to -- we try to talk to employers and find out the topics that are really interesting to them right now.  What they want to know.  What they need to know right now.  And we try to match those with our upcoming webinars each month.  
	All of our webinars are recorded  They are online.  They are all captioned.  So if you would like to take a look, you can find those through our web page  You can take a look at the previous webinars  And hopefully they can be of use to you now.  
	We have lots of publications that we have created and there's a couple in particular, you can Google these or you can find them on our Web site.  These have been really helpful.  One was called Do Ask Do Tell:  Encouraging Employees with Disabilities To Self Identify, that was developed by the Conference Board in collaboration with us at the Employer TA Center.  That's a great resource about strategies when it comes to self identification and disclosure which is really a hot topic right now, especially for Federal contractors.  Folks that are dealing with Section 503.  Highly recommend you take a look at that publication.  
	And another one is Fostering Inclusive Workplaces Through Employee Resource Groups.  And that was employer by the Employer TA Center we find Employee Resource Groups to be an incredible part of any inclusion plan when it comes to disability, it could really foster the positive culture in the workplace for individuals with disabilities.  
	And I think this publication can give you a really good head start on how to create one of those and to make sure that that employer resource group is doing the very most it can for all of the individuals with disabilities at your company.  And also for your company in general.  
	We also have WRP.jobs.  WRP.jobs is an offshoot of the WRP program, which originally was started to help individuals with disabilities who were graduating from college find jobs.  The .gov WRP deals with the Federal Government.  And Federal Government hiring.  
	But WRP.jobs is a great place for employers to go to.  They can post their jobs online.  And then individuals who are in the WRP program can take a look at those jobs and apply for them.  
	So this can be a great pipeline for your organization if you're looking to find individuals with disabilities who are going to be a great match for your organization.  It's a free job posting service as you see here for employers interested in hiring prescreened qualified students or recent graduates with disabilities.  
	So I highly recommend you take a look at that service, as well.  
	Finally you'll see there eFedLink.org and that's an online community of practice for Federal employees so if we do have any Federal employees on the line if you haven't been to eFedLink take a look it could be a great place for you to ask questions, share best practices with a community of people who understand the unique needs and unique situations of working in the Federal Government.  
	Next slide, please.  
	We'll talk a little bit here about some future products and services that the Employer TA Center is looking to provide in the near future.  
	One that has actually just gone online so this is actually available right now it's only been up for about a week you'll see the small business and disability employment:  Steps to Success.  It's an online toolkit of best practices that we gleaned from ODEP's Addison Grant program so if you go ahead and go to AskEarn.org, you'll see this toolkit on there.  We have found we have had a lot of requests where we're seeing a real need for education, best practices and tips, are from some of the smaller employers  The larger corporations oftentimes have developed HR programs, a lot of resources.  It makes diversity and inclusion a little bit easier when you have that sort of payroll and those Subject Matter Experts.  
	A smaller business, you don't always have that available so what we try to do is through the toolkit provide those best practices, provide some resources that very easily allows you to get a leg up when it comes to diversity and inclusion, especially with individuals with disabilities so you can check that out now.  
	There's employer engagement strategy.  That's a big project we're working on.  There's going to be an online dialogue with Federal contractors you'll see that coming up in the next couple of weeks it will be open for a couple of weeks.  It will be a place where Federal contracts can come online, ask us questions, trade best practices with other Federal contractors.  It's really just going to be sort of a message board/dialogue that's open for as I said for a couple of weeks we'll be moderating it here at the Employer TA Center so if you're a Federal contractor keep looking at our social media.  Keep looking at AskEarn.  And you'll see that posted.  We think it could be a really great conversation.  And through that Federal not only will you I think gain some best practices but we will learn what are the real challenges that are out there for the Federal contractor community.  And that will allow us to create future webinars, resources, tip sheets to be able to answer those questions for you in the future.  
	So keep an eye on that.  
	And we had some key action items from our Federal engagement planning session that we had back in May and these are really the topics that several -- we had lots of employees from Federal agencies come in.  And say, here is what we need to know more about.  Here is what would make our lives easier  As Federal Government employees looking to build diversity and inclusion.  So what we're doing is we're sitting down once again with the same folks and creating tip sheets and guides.  We'll focus on a few different areas the first will be to improve interagency and intra agency collaboration.  That might be as easy as having an intra agency Employee Resource Group and then one or two of those folks from your agency ERG meet in an interagency Employee Resource Group.  That way the different agencies are sharing technologies, solutions, and there's a lot to be learned.  There's a lot of great ideas.  A lot of folks in the Federal Government are doing a great job.  We want to make sure that we create an area for those different agencies to share their best practices.  
	We're going to create documents and resources to help improve the implementation of Schedule A.  That's been something we have been asked for many times.  We're in the midst of doing that right now.  
	And we want to improve the rate of self identification among people with disabilities in the Federal workforce.  So once again, we're developing resources that are unique to the Federal Government to help folks come up with strategies and cultures that encourage that self identification.  
	And then finally, we're working on resources to improve the employee experience throughout the employment lifecycle and offer better centralized coordination and funding within Federal agencies.  And what that does, that centralized funding will allow agencies to be able to provide accommodations in a way that isn't financially onerous for the agency so it just makes hiring people with disabilities all that easier and more -- and doesn't cause an agency to say, I don't even know how we're going to fund this, I don't know how the accommodation funding works.  
	We're going to have some resources that help you set up a centralized funding to make that as easy as possible in the future.  
	So I believe that is -- we can go to the next slide.  You can contact us at any time.  Askearn@Viscardicenterorg we will get back to you within a day or two.  We are always checking that.  So if you have questions you can feel free to ask there.  
	But I really do recommend checking out our resources at askearn.org and feel free to let us know if there's something you would like to see.  We're very open and in fact love to get your feedback  It's how we stay relevant and so I think that's about it from me.  
	>> LOU ORSLENE: Thank you very much, Brett, really appreciate that.  
	Our second speaker today is Josh Christianson, who serves as PEAT's Project Director overseeing its day-to-day activities and strategic initiatives.  Prior to his role with PEAT, Josh worked at Deloitte consulting leading change management technology and human capital initiatives at the Department of Health and Human Services as well as the Department of Veterans Affairs.  While at Deloitte, Josh was a lead author of the report:  Opening the Federal Talent Economy.  
	Prior to Deloitte Josh served as a career Program Manager for the Posse Foundation a college access program focused on diversity and inclusion so thank you very much, Josh, and we'll turn it over to you.
	>> JOSH CHRISTIANSON:  Thank you, Lou, I appreciate this opportunity.  It's always good to collaborate with JAN thank you all for the Employer TA Center and LEAD Center to be able to learn from folks as well as be able to share our resources.  
	So I'll jump in with my time here.  We can move to the next slide.  I'll talk a little bit brief overview of what Pat is for folks that don't know it stands for the Partnership on Employment and Accessible Technology.  As you may guess it's out of ODEP.  It's a five-year grant.  It's actually run by a nonprofit right now.  
	And we are really here, PEAT is here to promote the development and adoption of accessible technology.  
	To support the hiring and retention and career advancement of people with disabilities.  It's really focused on accessible technology.  We definitely encourage and support the integration and compatibility with assistive technology.  But we are pushing for technologies in the workplace in all forms of ITT to really be accessible to the widest range of abilities to be designed that way to be developed that way so out of the box there are functions and options for people of various abilities that they can access right away without needing to interface with anything else.  So it's a focus on Universal Design if you're familiar.  And we're working to push and promote that as much as possible so it can be in the workplace, be involved in peoples' employment lives and thus boost the number of employment opportunities and career advancements for people.  
	You can go to the next slide, please.  And I am going to go over some of our current resources.  So much of PEAT, what Brett ended with asking people to chime in to get information -- to give information, suggestions, I want to start with.  Because really PEAT is a network of folks.  We work with lots of people in the field.  We are trying to start a conversation.  No matter if you're an employer.  If you're involved in the design and development of technology.  Or maybe even an end user.  We get information and share information with folks.  So I want to encourage you to get on our Web site, poke around, check it out  And please be in touch if there are ways that -- things you would like to see or ways you can join the conversation.  
	We do have a variety of resources there.  You'll be able to click around and see articles and blogs and various interviews with experts in the field that touch upon workplace technology and accessibility.  
	We like JAN run webinars so we do a monthly series.  It's called -- we started it  It's called PEAT Talks it's milder than TEDTalks but they are short and sweet and we try to make them interactive it's 30 minutes so that includes question and answer session it's the third Thursday of the month if you go online you can see some of the ones that are coming up we have in November we have the lead engineer from Intuit that they run QuickBooks and TurboTax among other things.  And they are going to talk about resources for small business owners.  There was a presentation we saw a small business owner started a business.  He had some visual impairments and he talked about the different tools and resources that someone starting a company might need to know and they have gone through and really made a checklist.  So we're going to talk with Ted Drake about visibility.  The next month we'll talk about TalentWorks myself and my colleague which I'll talk about later and after that it's principles of Universal Design so we have one every month, please come, check it out.  Let us know what you think.  We are always looking for other topics and other people to spotlight, as well  Anywhere.  We are looking for the overlap of innovation and really workplace technology.  We would love to spotlight that  
	The next bullet on this says join the conversation.  We have a variety of pages and sites that may posit a question or talk about an experience and we call it join the conversation because at any time we encourage people to get in and share their stories, upload a video.  So many of the initiatives or topics we put out for discussions we always push kind of Join the  Conversation because as I mentioned this is a network of voices and we really see them as bringing them together and sharing the best practices.  
	We do have some specific steps if you went on our site you would see the employer guide action steps I know there's a lot of employers on the line and it's really broken down into different sections where you can learn about accessibility.  And so maybe it's when you're talking to your leadership and how would you develop the idea of accessibility within your organization.  Or maybe it's at the procurement stage and you're talking to vendors, what might you need to be thinking about and thinking of accessible technology.  So we have a variety of action steps that you can click on.  And I would encourage you to go and check those out.  We update them.  Change them from time to time.  I hope they are useful.  And then looking at them again, if you have other ideas, please send them our way.  Following on that is a tool we have you see on our main page called TechCheck  This is a tool designed to help an organization really assess where it is on a maturity curve on a model around accessible technology so you go through basically a survey format and answer questions about where your organization is on different levels.  How much is leadership involved?  Is I.T. involved?  Different forms of communication you may use.  And at the end of it you'll get a tailored readout that directs you to resources specific to the answers that you gave.  We don't share that information.  We don't collect who you are or what you said so anyone should feel free to get on there and test it out.  We don't connect the answers to your name.  Besides sending you the email.  So you would get a response and a readout specific to you that would help you and point you in the direction to where you need the most work or if you're at a certain high level in one area then how to take it to the next level. 

	So TechCheck is a tool that many people have found useful.  We have recorded webinars online that could walk you through it.  We offer those occasionally  We're also looking to revamp that in the next year to make it a little more user friendly and real-time for people.  But encourage people to check out that tool.  Also recently we have posted a report on eRecruiting and I'll just take a step back to say a little bit about why we did that.  Excuse me.  
	We want to work with employers and developers in making technology accessible but we wanted to hear from frontend users first what the biggest issues were and we focused on eRecruiting so the very beginning of the job search and application process.  Because if you can't get your foot in the door, then the rest of the technology doesn't much matter.  And we put out a survey.  We talked to a lot of folks.  We decided to survey end users.  We got 400 folks that had applied for a job online last year self identified as having a disability of some kind and we asked them what the issues were.  
	And we saw that there were indeed -- there's a big gap between maybe where employers think they are around how accessible their eRecruiting tools and platforms are.  And the experience of users.  So we put out a report that you can see on our front page now that really makes the case for, hey, guys, there's a gap here.  Here is what you're missing.  Here is the common problem.  And here are some solutions you should look at.  So I would encourage you to go online and check out that report.  
	And if you want to go to the next slide, I'll speak a little bit to what this led to and what we're developing.  
	So this month or beginning of next, some time before the webinar in December, when we're going to be talking about it, we're going to launch TalentWorks.  And this has really grown out of that survey and that report.  
	And so on our Web site, there will be kind of an interactive pages with tools that can direct you to the issues and really direct you to the solutions and the practices around eRecruiting.  So it may cover if a company is doing recruiting on social media what are the common pitfalls what you can do to make your search more accessible even live in-person recruiting.  Definitely job platforms.  What you need to look at to make sure that they are accessible.  
	It really gives solutions and practices around mobility.  Everything that someone might encounter when they are trying to apply for a job online we are trying to address and crowdsource resources so we have talked to our group of experts that have tailored some individual resources to share we are always looking for more.  So this is really the beginning.  We're going to encourage people to join the conversation and continue to develop this overtime.  
	Then we want to move and continue to grow TalentWorks so it won't be the end of just the job application process but then once people are on the job, where else are the solutions, what are the best practices of employers in regards to accessible technology so that people can thrive in the workplace.  
	So if you have a collaboration platform, project software, your intranet or internal communications, what do you need to think about, what are the main pain points and then we're going to continue to grow it in the employment lifecycle to include the experiences of employees as they grow.  
	Then within the next year we're hoping to also develop resources and turn towards developers and designers we have interaction with those folks currently.  You'll see that they are many of the people that present on our PEAT Talks.  But we want to make sure that as we push and support for accessibility to be infused in curriculums as part of what employers are looking for when they hire developers, we want to make that as easy as possible.  So we are looking at ways to interact with developers and designers and really make sure that they are aware of accessibility, that they understand it.  Make the case for it and get some top tips.  So within the next year you should see resources pointed towards that, as well.  
	If you want to go to the next slide, it should just be our information there.  Definitely check out our Web site.  You can find us at info@PEATworks.org you can write me at JChristianson@PEATworksorg but get online share your stories because that's going to help the more stories and input we have the better we'll be able to share the resources necessary.  
	I will pause there for our next presenter and look for questions later thank you.
	>> LOU ORSLENE: Thanks so much, Josh.  And just to let everybody know that our third speaker somehow her voice got dropped.  So we're going to have to pause the webcast for a seconds.  I will hang up with Josh and Brett and then we'll call everybody back.  Get them on the line again.  And then we'll go on with Brittany Taylor from the LEAD Center.  So we'll just have one moment interruption.  Thank you.  
(Standing by)
	>> LOU ORSLENE: Thanks for everybody's patience and now I'll turn the program over to our third speaker, Brittany Taylor who serves as a Program Coordinator for the National Center on Leadership for the Employment and Economic Advancement of People with Disabilities otherwise known as the LEAD Center.  As Program Coordinator, Brittany oversees all administrative and programmatic logistics, tracking and reporting.  Additional responsibilities include professional communication and technical assistance to LEAD Center staff, contractors and partners.  
	Brittany has extensive experience in nonprofit program management and coordinating nationally and has led efforts in system change in workforce development and training prior to entering the nonprofit sector Brittany worked as a legislative aide for the US. House of Representatives.  Brittany holds a bachelor of arts degree in history and international political economy from the University of Wisconsin-Madison.  Thanks very much for being with us today, Brittany, please take it over.
	>> BRITTANY TAYLOR:  Thanks, Lou and I'm so sorry about the technical difficulties.  But as Lou said my name is Brittany Taylor and I am the Program Coordinator for the LEAD Center.  I also would like to take a moment to acknowledge the leadership of our Project Director Rebecca Salon as well as our assistant Project Director, Elizabeth Jennings.  Both are currently presenting as I speak here at the NADAP youth symposium in Chicago sharing some of the great things the LEAD Center is doing there with our good partners with the National Association of Workforce Development Professionals so here at the LEAD Center we very much appreciate this opportunity from JAN and I wanted to give you a little bit of background about the LEAD Center as Lou said LEAD stands for the next mouthful which is National Center on Leadership for the Employment and Economic Advancement of People with Disabilities.  And the LEAD Center is a collaborative of disability, workforce, economic empowerment organizations and we are led by the National Disability Institute and again with funding from ODEP.  We are one of the newer TA Centers on the block we just entered our fourth year and our mission is to advance sustainable individual and systems level change that results in improved competitive integrated employment and economic self sufficiency outcomes for individuals across the spectrum of disability we have a very large very robust Web site at www.leadcenterorg and I'll speak to that a little bit more in a moment and what we're currently doing and what we will as well be doing in the future.  
	So if you want to go to the next slide, the LEAD Center is really focused on leveraging resources and creating partnerships to serve as a central resource on WIOA, which is the Workforce Innovation and Opportunity Act.  And it's serving as a center of resource on WIOA from a disability perspective specifically.  
	The LEAD Center's current work is greatly focused on being that central resource to support AJCs as the legislation unfolds and is implemented to increase service to customers who have disabilities and who utilize our public workforce system.  
	Work is really a fundamental part of life for adults with and without disability.  And it's also an essential path to economic and self sufficiency and financial stability and WIOA really creates new opportunities for job seekers with disabilities within the workforce system and the LEAD Center has really been working with partnerships on capacity building and leveraging those resources to ensure again there's financial successful inclusion of people with disabilities in receiving services and achieving outcomes that benefit both a person with a disability as well as the system.  Some of the ways we're doing that are through supporting Section 503 implementation.  As many of you probably know and we won't get too deep into it but last year there were new rules of Section 503 of the Rehabilitation Act that took effect and those cover employers who are Federal contractors or subcontractors.  And these rules really clarify the implementation of ADA and put into place new employer benchmarks around recruiting, hiring, and accommodating individuals with disabilities.  
	And the Section 503 implementation really does help to build an inclusive workforce and provides really great new opportunities for the American Job Center network.  And the AJC really have a pipeline of workers and job seekers with and without disabilities but particularly the people with disabilities who can fill these jobs up that support the benchmarking and allow employers to meet those new benchmark guidelines which is a 7% increase in workers with disabilities or 7% of the workforce with disabilities excuse me  
	We at the LEAD Center have developed a desktop guide on the Office of Federal contractor compliance programs on some of the resources for Section 503 that would be helpful for workforce systems and employers to utilize.  
	We have also held webinars, we have all of our webinars archived on our Web site just on some of the strategic ways to connect job seekers with disabilities and how Federal contractors can improve employment of people with disabilities or increase employment of people with disabilities through using their workforce development system.  
	So we also are doing a lot of work around equal opportunity and the implementation of Section 188 of WIOA, Section 188 prohibits discrimination against people who apply or participate and work within the workforce development system  Just this past summer, the U.S. Department of Labor issued something new on promising practices in achieving universal access and equal opportunity and this is Section 188 disability reference guide.  This is really -- this was signed on July 6th by Secretary Perez and this guide provides updated information on technical assistance to help AJCs meet non-discrimination and accessibility requirements for individuals with disabilities.  And the LEAD Center is supporting an equal opportunity network with the equal opportunity office and the workforce system in the state of Missouri and they are using this guide to create more inclusive AJC communities across the state and it's really a unique partnership between the state EO officers, local EO officers and local workforce systems within that state.  
	So the LEAD Center with the support of the local and state leaders in Missouri have surveyed the AJCs across the entire state, have determined some of the areas of greatest need.  Some suggestions for improvement.  And evidence of success in serving people with disabilities and making sure there's equal access within the workforce centers.  
	At this time we're now surveying employers and workforce center customers in the state.  Just to get a better read on what they need from the workforce system and how the workforce system and EO network can better serve them.  
	And this, again, has really created a really unique space for equal opportunity officers and workforce to leverage each other in a very impactful way just to jump ahead to kind of what we're looking to do in the future we are looking to expand that network of EO partnerships in other states  
	Some of the other things we're doing, we are also heavily focused on customized employment and group discovery and if you haven't heard of customized employment or if you think it has little relevance to helping today's job seekers I really encourage you to look into it because it is a really, really great -- a great way to support job seekers and engage really great employees if you're an employer by utilizing the strategy.  Customized employment or some people call it job customization has really been used by job seekers, family members, American job seekers, employers and it promotes a strength based approach for employment for job seekers who have barriers to employment.  
	It's been really effective in supporting people with disabilities with significant disabilities or other complex barriers to employment and helps achieve competitive integrated employment outcomes for those individuals.  
	So what I'm saying here is it's universally applicable.  You don't have to be a person with a disability to benefit from job customization.  In fact if you look at any job that any of us on the line has ever had over the time that we've been at that job, regardless of whether there were specific programs that job has become customized to what you as an individual are good at.  And then you kind of let go of maybe some of the things that maybe you're not so good at or change your focus to focus on other things.  
	So jobs customize naturally on their own and this sort of helps -- this process sort of helps flesh out that earlier in the game to benefit someone who maybe needs those recognized earlier in the process.  
	So we do that through discovery.  Discovery is an alternative assessment.  And it offers an approach for job seekers with barriers to employment that's consistent with more widely accepted strategies for successful career development.  
	And the LEAD Center is doing work at both the state and local levels to ensure that customized employment is better integrated into state and local systems.  
	Just to note that there is -- there is a new not requirement but recommendation to integrate customized employment into services at American job centers in the newly EO legislation so this is really a growing trend.  And a really good growing trend.  
	So the LEAD Center is working with Marc Gold & Associates who are some of the leading Subject Matter Experts in implementing customized employment systems in states.  Working with them to launch two pilots  One is a self guided discovery.  Which would offer training and onsite technical assistance to selected partners that we had people apply to, had states apply to through a competitive process.  And then provided them some onsite technical assistance to learn about using self guided discovery techniques to support job seekers.  
	We're working not only with American job centers or the workforce system but also vocational rehabilitation, there are many programs that we're including Veteran support services, technical colleges and other communication based organizations to really brick the strength they have to supporting an individual through a self guided discovery of what it takes for them to inventory their personal skills, their interests, experience and personal relationships and then they build an employment profile from there that would serve to look for within a customized job or a job that fits what would work best for them and work with an employer to find those.  
	We are also doing that at a group discovery level so we have created a manual on guided group discovery.  So a little different than self guided discovery where the person is walking themselves step by step through with some support it's them working within groups.  
	We implemented a few pilot programs in Kansas and in Maryland and we're starting to see success and we're starting to see people get employment through this kind of alternative assessment and alternative way of job seeking.  
	So those are some of the things we're doing around customized employment.  
	We're also working with our centers of independent living across the country to work more collaboratively with their American job centers in their local areas.  We have been working in -- particularly in three states over the last year, in Montana, in Birmingham, Alabama and also in Milwaukee, Wisconsin.  
	Working with the CIL in particular to help them more -- to utilize their workforce centers for their employment programs within their CILs.  So if you have someone come into a CIL that needs a job, being able to use that AJC as a great resource to aid in that person's job search.  And really in this year we took it a step further.  WIOA has mandated that each step develop a unified state plan serving people within the workforce centers and improve inclusion within the workforce centers.  
	So we are now working with the CILs in the past year to work more collaboratively with their local and state workforce investment boards so we can bring one voice to the table as the state planning is unrolling so we're continuing to do that work, as well.  In terms of some of the resources and policy briefs we have, we do a monthly health and Disability Employment Policy update.  We do over the past year we have done an entire Webinar Series that focused entirely on WIOA from a disability perspective.  And these webinars really deliver some valuable information to workforce development professionals, policymakers, employers and people with disabilities.  Again all of these are going to be archived on our Web site and I really encourage you to go and listen to them.  
	We have also published two summary briefs that outline key provisions within the Workforce Innovation and Opportunity Act as they pertain to people with disabilities and how they can diminish some of the barriers to employment that people with disabilities experience.  
	So these summaries are not really intended to be comprehensive.  But rather they are key disability related policies that are underlined in this 1500 page bill.  That's going to be rolling out here over the next several years.  
	We are also really proud to announce the launch of our national employment first Web site which provides a unique comprehensive analysis for employers, researchers and more so they can learn about the national trends in activity and employment first which is really exciting for us.  Some of what you can do on that Web site is view Federally funded systems data.  You can take a look at comprehensive profiles for each state.  You can see what legislation policies gubernatorial actions, funding initiatives, pilots, that sort of thing what's going on in your state so you are a little bit more attuned into how some of these strategies can support individuals with disabilities.  So lots of stuff that you can do on there.  And I really encourage you to go check it out and then finally, just to wrap this up real quick on what we're currently doing, right now we're working in economic advancement  So this is a really important goal for the LEAD Center.  Working is great.  But if you aren't able to support yourself financially, that's still an important step to work towards.  So we are really, really focused on strategies to improve economic stability and financial capability.  
	Economic advancement is really the next frontier.  And we are working with the City of Louisville to improve financial stability of residence in the Louisville area with the Bank On initiative in Louisville so some of what we're doing there.  
	What we're doing in the future is expanding on our WIOA implementation.  We're going to be hosting a policy roundtable in the summer on WIOA implementation.  And some of the financial capability initiatives that are going to be rolling out as part of that within states.  
	We are also going to be doing a Web site expansion that includes resources on customized employment.  So if customized employment sounds really challenging and difficult for you, it will be a great place for you to go so you can learn how it can actually help you.  So we're going to be expanding on that.  
	We're going to also continue to be expanding on some of our pilots that promote employment and economic advancement that I talked about earlier.  Just expanding those, growing those.  And then finally we will be issuing a report in partnership with families and work institute on the national study of changing workforce so looking at disability and employment, as well.  So those are some of the things that we're going to be looking forward to doing and if you want to get in touch with us, if you go to the next slide, here are all of the different ways that you can get in touch with the LEAD Center so we have our Web site, we have the employment first Web site we encourage you to sign up for news from us I also encourage you to follow us on social media and then I have all of our contact information there and reach out to us any time you have any questions.  
	So with that I'm going to turn it back over to Lou
	>> LOU ORSLENE: Okay.  Great.  Thanks very much, Brittany.  So now let's open it up for questions.  As a reminder, you can send in your questions to question@askJAN.org or you can use our question and answer pod located in the bottom right hand corner of the screen.  
	To use the pod, just put your cursor on the line next to the word question, type your question and click on the arrow to submit to the question queue.  
	All right.  We've had a number of questions come through.  And I'll answer the two first questions very quickly.  
	How old is JAN.  32 years old.  We started in -- were conceived and then implemented in 1983.  So soon to be 33 years old.  And then there's a question are PEAT and LEAD services free and just so you know that all technical assistance centers of the Office of Disability Employment Policy, all of our services are provided free.  So we'll get those questions very quickly out of the way.  
	So our first question is to Brett.  There's Section 503 is very topical right now and particularly how to get employees to self identify.  
	Can you talk about some of the best practices that you have discovered on self identification?  
	>> BRETT SHEATS:  Yeah, absolutely.  Thanks, Lou.
	>> LOU ORSLENE: Yeah.
	>> BRETT SHEATS:I think the most important thing to look at is what research tells us, why people do or don't self identify.  The top reasons that people do self identify is No. 1, a need for an accommodation.  Very understandable reason.  Why someone would be interested in disclosing a disability.  No. 2 an open and supportive relationship with their supervisor.  And No. 3, knowing an employer made a concerted effort to create an inclusive work space  So what does that say?  I think what's really important, first off, making sure that employees know about accommodations and that's a great part of what JAN does.  
	And it's a great strategy for an employer in terms of increasing knowledge in the workplace.  But really what it says is your culture.  An inclusive culture is extremely important  In making employees feel comfortable to self identify and self identification is a huge part of 503 as Lou said real quick the top reasons people don't self identify.  No. 1, fear of firing or not hiring.  No. 2, they think they will be treated differently.  And third they feel their employer will focus on their disability so once again really cultural and I encourage you to go onto AskEarn.  You can take a look at some of the resources we have about building an inclusive and diverse culture when it comes to disability but I would really -- I would encourage folks on the line to think about that.  Think about how they can communicate to all of their employees that their company is important to them, it's a priority to have a diverse and inclusive culture.
	>> LOU ORSLENE: Great, thanks very much.  And we have a question for Josh.  We have somebody who wants to collaborate with the PEAT center.  Could you tell us how they can easily get involved and collaborate with PEAT.
	>> JOSH CHRISTIANSON:  Sure, thank you, Lou.  There are a number of ways that we collaborate all the way from kind of having high-level SMEs that advise us individually on how to develop resources to we have a Think Tank, a diverse group of people interested and involved in the work that PEAT does that advise and guide our tasks and the work that we do year to year.  Down to writing to tipping us off to business practices the easiest way I would say to contact us is on the Web site or at the email I gave you can contact directly me of the our job is collaborating and working with people to give the leading practices and it comes in a number of forms.  We do want people to chime in on the Web site, to share your story there  So we're not necessarily moderating all of the discussions and having to be a go-between.  We would like to try to strike up as much dialogue as possible on the Web site via Twitter, Facebook but if anybody has specific ideas or just wants to explore how to work with us I would happy to speak with them.
	>> LOU ORSLENE: Great thanks very much, Josh and we're going to wrap up soon but I'll tell you what, if you could answer this one, Brittany and in maybe 30 seconds.  There's financial literacy requirements in WIOA.  And what's the implication for employers on that?  
	>> BRITTANY TAYLOR:  Yeah, I can answer it in one sentence financially secure employees are better employees.  They are not going to be torn away from doing their work to deal with the stress of a financial issue.  And it could also be an added benefit for employers to provide financial literacy services to their employees.  At a very low cost.
	>> LOU ORSLENE: All right.  Thanks very much.  Thanks to all of our speakers today  We really appreciate it.  We appreciate Alternative Communication Services providing the net captioning.  And always remember if you need additional information, just give us a holler.  We do have a few questions left.  If the speakers agree then I'll send those along if we can get those answers we'll post them on to the JAN webcast site.  
	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 on.  
	And just one tip as we're ending, we did have one participant that suggested there's a lot of great resources at EEOCgov that's Equal Employment Opportunity Commission and there are a lot of good tips and ideas there for accommodating workers with disabilities and interpreting regulations.  
	So thanks very much for everybody participating.  Thanks to our speakers.  This concludes today's webcast.  
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