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>> Good afternoon, everyone, and welcome to the Job Accommodation Network's web training series I'm Anne Hirsh I'll be your moderator for today's best practices webcast with our special guest Michelle Maybaum who is the Senior Director of employee relations at Qualcomm.  But before I introduce Michelle and we start the program I do need to go over a few housekeeping items first if anyone experiences technical difficulties during the webcast please call us at 800-526-7234 for voice and hit button 5 or for TTY call 877-781-9403.  Second, toward the end of the webcast we'll spend some time answering any questions you have you can send in your questions at any time during the webcast to our e-mail account at question@askJAN.org.  Again that's question@askJAN.org or you may use the question and answer pod at the bottom of your screen to use the pod 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. 


On the left-hand side you'll 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.  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.  Your feedback is very important to us.  So please stay logged onto fill out the evaluation form.  We really appreciate your effort.  


Now I am very pleased to introduce our guest speaker for today's best practices webcast.  Michelle Maybaum I'm sure you all will benefit from the information she has to share with us.  As I said, Michelle is the Senior Director of employee relations at Qualcomm, a world leading provider of wireless technology and services.  And in that capacity she's responsible for disability awareness for the entire organization, overseeing accommodation needs and outreach to employees with disabilities.  Processing more than 20 years -- possessing more than 20 years of Human Resources experience, Michelle has been involved with the U.S. Business Leadership Network since 2003, she served as the vice president of the Board from 2004 to 2007 and she is also the representative for Qualcomm as one of the lead companies for the San Diego chapter of the California Business Leadership Network.  

Michelle actively partners with the Department of Rehabilitation and other service providers as a member of the San Diego committee on employment of people with disabilities to further the employment of people with disabilities.  Prior to joining Qualcomm she held the position of Human Resources manager at both XO Communication and Frazee Industries.  She earned a bachelor's degree in psychology and sociology from the University of Rochester today Michelle is prepared to share with us how Qualcomm has implemented best practices in hiring, retaining and accommodating tal end workers with disability including Qualcomm's approach to hiring and retaining wounded and injured Service Members Michelle I want to personally thank you for taking time out of your busy schedule to share your experiences with us and with that introduction, I'll turn the session over to you.


>> MICHELLE MAYBAUM:  Thank you, Anne and thanks to the Job Accommodation Network for giving me the opportunity to share some of what Qualcomm is doing.  For those of you listening I'm not going to be focusing on statistics today you can look up unemployment rates for people with disabilities what their purchasing power is.  Today I want to focus on practical ideas that can be implemented in your organization regardless of how large or small you are.  Most of what I'm going to be presenting is low to no cost, which is always appealing to employers.  


I'm also going to be sharing things I learned along the way that hopefully will be helpful to you.  I won't be talking about everything that we're doing but I'm going to highlight some of the areas.  We do actually put a summary report of all of our diversity and inclusion efforts on our Web site if you go to www.Qualcomm.com.  Under our diversity section you'll be able to download a whole PDF of all of the things that we're doing.  


Some of these things I talk about you may be already doing but my goal today is for everyone to be able to walk away with at least a few new ideas to implement.  And if you have any questions when we're done at the end of the presentation the last slide I have my contact information and I'm more than happy to talk to anyone.  Today I'll be sharing just a little bit about what Qualcomm is because while we're a large company most people haven't heard of us they just have heard of Qualcomm stadium if they watch football that's not who we are I'm going to talk about recruiting some partnerships we have made what we do in the area of college recruiting and what we have done to recruit wounded warriors retention I'll focus on onboarding and some of the things we do for awareness at our company to make sure that as we hire more individuals with disabilities our employers and managers understand different disabilities.  

And then I'm going to end with accommodations what we're doing to make sure there's easy access for employees to be able to request accommodations and how we're tracking them next slide.  As Anne mentioned Qualcomm is a leader in wireless technologies.  Our focus has primarily been business to business over the years.  Most people know us if you are in technology or if you have a cell phone now you will know us just like Intel was the chip inside your PC Qualcomm actually develops the technology that's in cell phones so if you have a cell phone, you actually have our product inside making your cell phone work.  So that's just who we are.  Next slide.  


We are considered a large company we have over 27,000 employees in over 40 countries.  65% of our workforce are engineers developing the technology and we have over 200 locations worldwide.  


Now to get on to the good stuff.  Next slide, please.  We're going to talk a little bit about some of the things we're doing in the area of recruiting.  Next slide.  


To start with our partnerships, one of the first things we do if you're not already doing it you're going to want to look into Director employers association they are a non-profit HR consortium that share best practices and recruiting.  The organization partners with the National Association of Workforce agencies to form the national labor exchange which replaced Americans jobs bank which many of you may already know.  


So we work with them to get our job postings posted and so it goes to a number of different diverse organizations to get our jobs out there.  


We work very closely with the Department of Rehabilitation.  They are aware of the programs that we are going on here at Qualcomm to bring folks in and so when they have candidates, last week I received an e-mail from one of the counselors saying hey I've got a wounded warrior and I would like to find out how to get them in the Wounded Warrior Program that you have which I'll talk about in a little bit.  The one-stop employment centers is what most people know them as they are now known as the American job center network if you go on the Department of Labor Web site if you have not connected with your one-stop employment center, get to know the folks that are there.  They are working with people with disabilities and are able to help connect you with candidates for your positions.  


As Anne mentioned I've been involved in the U.S. Business Leadership Network both nationally and with the local chapters.  You don't have to do this alone you don't have to know it all yourself.  It's a group of businesses.  It's a business-to-business network where we share best practices of hiring people with disabilities, retaining, supplier diversity, we certify businesses to be disability-owned businesses.  And so there's another way to connect with people with disabilities who are looking for jobs.  And then for us in San Diego and you know you can through your Business Leadership Network find out other local resources that you have.  In San Diego we happen to have the San Diego committee on the employment of people with disabilities.  We've been involved with supporting that organization for over eight years both in working with them directly being on the committee as well as providing financial support for their annual job fair that's called jobtoberfest they have it every October during Disability Employment Awareness Month and they have over 1,000 attendees. 

Another thing we do is we partner with local service providers.  One that we have been partnering with for five years now is partnerships with industry and in February we're going to have a five-year celebration with them.  So I've heard as I've been talking to different companies we don't know where to find people so I wanted to give you, again, some practical advice on some places where you can find candidates with disabilities.  You don't have to sit at your desk staring at your computer wondering where to go anymore.  These are some of the avenues that we use.  


As I mentioned earlier, 65% of our workforce is engineers.  And then you have other professional accounting Human Resources, et cetera folks that need degrees so on the next slide we're going to talk about what we're doing in the area of college recruiting.  


Internships is a big theater pool for us to hire.  So a few years back we met with our college team and said what are we going to do we're going to get more interns with disability because if that's how we're hiring people we're missing the boat if we don't have folks with disabilities in our internship program so we have partnered with Allen Murer at career opportunities for students with disabilities.  And we actually for our recruiting recruit from top engineering schools.  So when -- in talking with Allen, we said we want to focus on connections that you have at the universities that we recruit from.  Professionally.  


And he helped us make those contacts.  And it has ended up that we have interns coming in now from those universities because we're connecting with a disabled student services department at those universities.  


We have a Disability Mentoring Day.  For folks who want an easy way to do it, the AAPD prescreens folks and you can work with them to get folks to come in.  For your Mentoring Day as well as for internships.  And we actually chose a different route.  Again, once we have connected with the disabled student services at the core schools that we recruit from, we ended up saying we have a Mentoring Day and we would like your students to come in.  


We have them post what day we're going to have it and they fill out -- the students fill out a card with what they are -- actually last year we moved it to online.  But we started it with paper cards that they fax back to us with what their area of study is and then we match them with folks on the ground in Qualcomm.  We have our own -- we're large enough we have our own internal security team so we've had students who were interested in security.  We have onsite cafeterias so even though we don't own the cafeteria we had someone interested in food services who came forward so we hooked them up for Mentoring Day with our cafeteria and then obviously engineers who were interested.  


The first year we did this we had a mentor come into the marketing position.  The marketing department had no internships available.  But after meeting the student on Mentoring Day they opened up an intern requisition in their department so they could have that person come back because they were that impressed with them.  After the internship the person went off, finished school, came back and we hired them as a temporary employee and rolled them over as a regular employee.  


So while Mentoring Day may seem like it's a feel-good thing to do, which it is to give people the opportunity to see what your business is like, we are using our Mentoring Day as a recruiting tool.  


I already talked about targeting recruiting and targeting the universities.  One thing I learned along the way the next bullet, career services versus disabled student services if you're staffing folks who are going to college campuses, they are going to career services.  Most of the students with disabilities are working with some sort of disabled services career center and they aren't always connecting at the university.  


So just some -- again, something I've learned along the way, if you are doing college recruiting, it's really important that you or you and your staffing folks are making sure that the universities that you're working with are making that connection.  If you're working with career services, you need to ask about disabled services.  And again, at our core schools, we now have our recruiters, including our contacts from the disabled student service departments at the universities when they are having meetings with tour services onsite so we are not inadvertently leaving out that population.  


Next slide talks a few minutes about our Wounded Warrior Program.  This is actually a program that we have called the Qualcomm corporate integration program.  It's an 8 to 10-week paid work experience.  We actually bring the folks in through Manpower we have been partnering with them to do this.  We tap into our military Veterans and use them as mentors.  To the folks coming on site so they can talk to them about their transition from the military into the civilian workforce.  


We provide training to the warriors that come in.  Have them practice an elevator speech, resume writing, mock interviews, they do a team builder together.  They meet with an executive from the organization.  We try to have the program twice a year.  We've been doing it the last two years.  One, so that the mil-vets are there around Veterans Day and can do the celebration we do at that time and the second celebration is typically around Memorial Day so the vets are there when we are doing our Memorial Day celebration.  If you want more information about the program, it's www.woundedwarriorproject.org.  Our contact and he told me he can give his name for any company who is interested in starting a similar program, Commander George Byrd is who owns the program.  And sharing this information in San Diego at our Business Leadership Network meetings there are other companies in the area who have also started this program. 


So what's the success of the program you may be asking.  So far we have done four rotations in the past two years.  We've had a total of 48 participants.  It may not sound like a lot and so the advice is you don't have to start huge.  If you start small, you'll get some hires and then you can grow the program if it's appropriate for you to grow the program.  Just like the Mentoring Day with the college students, it started with one student that got hired.  And now there have been more since then.  


So so far for the 48 participants, Qualcomm has hired 4 of them as regular employees, 9 of them are currently on assignments and the really cool news is even if we didn't have positions that might be right for them we help them get jobs because 22 additional warriors have been hired externally and they have come back and said that it really helped that they had the resume writing, the work experience, they got to understand what business was like.  So this gives us an opportunity to just help our Veterans in general.  But also help with our recruiting efforts for those that have a skill set match with our organization.  


Another program that we're exploring, we haven't actually started participating in this yet but wanted to throw it out there for those of you who may want to explore it, as well.  The Army PaYS program corporations are partnering with the Army and they guarantee opportunities for transitioning soldiers to interview after their service.  So you partner with the Army to select some soldiers and they help get them prepared to interview for your workplace when they get out of the Army.  If you're interested in that, I have the Web site, www.armypays.com.  Next slide we're going to move from recruiting into retention.  One of the things that we say around here at Qualcomm is that we begin rerecruiting.  As soon as an employee starts at Qualcomm.  So we're going to talk about some of the ways that we touch employees and create an environment where they are going to want to stay. 

Next slide.  


If we look at our -- some of our onboarding efforts, one of the things that we do is on our external career sites we do have our diversity and disability information.  We give the applicants an opportunity to request assistance with the application and hiring process online.  As they are starting the process.  Additionally I found one thing that is unique as I've talked to other organizations is our new hires fill out their paperwork online and in the information that they are getting as a new hire online prior to their start date they are also given information about how to request accommodations.  So oftentimes we are actually working with employees about how to accommodate them before they ever step foot in our building.  


Another thing that we did and it's automated now.  But before it was automated we did it manually.  When an employee fills out their EEO form online, they automatically get an e-mail if they designate that they have a disability or a Veteran or disabled Veteran and they are given information about Employee Resource Groups related to disability and Veterans how to request an accommodation if they need one either now or in the future.  And resources that are available to employees with disabilities and Veterans.  


So you know folks have employees fill out the EEO forms either manually as part of their paperwork or on an online system.  Something you may want to think about is reaching out to those folks and letting them know he that there are groups of employees that they can connect with and what other resources are available to them in your workplace.  


If we go on to the next slide, some of the things that we're doing to create an environment that employees with disabilities and Veterans will feel comfortable coming into some of our awareness activities I talked about disability Mentoring Day already and how that is a feeder for internship programs.  We have a Day-In-A-Chair program.  And again, these programs started small.  Our first Day-In-A-Chair program was just here in San Diego.  Now we actually do it worldwide.  We in San Diego partner with Head North organization to do the program.  In our other areas the Human Resources representatives in the area actually just call the local service provider to see if they can borrow some wheelchairs for the day.  And everyone calls in to a kickoff meeting that we have.  If they are Midwest to West Coast.  On the East Coast and internationally they have their own kickoff meetings clearly because of the time difference. 

But we've gotten a lot of good feedback.  And again, we do it not just for awareness but most of the things that we do are going to have some other purpose that the employees don't realize.  


At the kickoff meeting we actually ask the employees who are using the wheelchairs to make note during the day of difficulties that they have using their wheelchair.  Whether it's in the cafeteria that if they have doors too heavy or inclines that are too difficult to get up and they send that information to us or provide it at the wrapup meeting at the end of the week.  And we are able to provide that to our facilities team to help make our facilities more accessible to people with disabilities.  Last year we had a building services attendant realize that in our break rooms, employees using a wheelchair when she was in a wheelchair she couldn't reach the silverware and the plates that are available for employees.  And so she said that in her building and she's going to share this with the other building services attendants that all of those supplies will be down lower so that someone in a wheelchair can access them, as well. 

So we put people out there to be our eyes and ears to help make sure that we are being as accessible as possible.  


One of the things that we did for the first time in 2012 was a technology showcase.  We actually said:  Hey, you know what?  We are doing stuff in our technology development that actually can assist people with disabilities.  Why don't we showcase that?  And we did that during Disability Employment Awareness Month.  Because the engineers love seeing engineering things that are happening.  It just so happens to be engineering that is focused on disability.  


So it was a learning opportunity for the people working on the technology who actually didn't think about it as helping people with disabilities as well as the people who attended the fair.  You'll see a lot of things that we're doing here.  I just kind of touch points to raise awareness, we don't do like a big overarching program.  But lots of smaller programs that will interest people in different ways.  


To help prepare the next generation to hopefully decide to be engineers although we found that's not always the case, we have career connections for youth.  And that's an event where we partner with local middle schools and we have 8th graders who have disabilities come to the workplace and we partner with other employers and we have hosted this for two years now where we have several hundred eighth graders come in.  And we talk to them about what they may want to do in careers, for a career.  


So we have some folks from our career center talk to them.  And then we have hands-on demonstrations by different professionals to show them what the different types of careers are.  


So we had a chef from a local casino talk about foodservice.  We had someone who creates video games, the kids loved that.  


We had people who were engineers.  We had a teacher come talk to them to give the students an idea of what they may want to be.  


Again, with our hope that they are thinking about becoming engineers.  And we plan that program in the March timeframe before the eighth graders have to start selecting their high school classes so if we spark an interest in some of the kids they can make sure they sign up for some of the classes that they need to be able to go into either a college, a university, a trade program, et cetera.  That is actually when we first set it up, the district superintendent that we spoke to said:  Okay, but I want to know kind of what's the next step once you have the students come.  And so we actually have that as our first step as a program to try to get students into Qualcomm.  So we do the career connections and we see them in eighth grade.  We are involved in the higher youth program so hopefully we get them back in high school if they choose to go to one of our four schools we can bring them into the Mentoring Day on our internship program to then bring them on as a full-time hire so instead of it being an ongoing mentoring program for us it's a growth and progression on how to get them into our workplace.  


Bring your child to workday doesn't sound like it would have something to do with a disability but actually we built that into the bring your child to workday and we had local organizations who could do hands-on demonstrations for the kids how to write in Braille.  We had the local autism society here.  And what was really interesting is bring your child to workday so the parents are coming with the children to see these demonstrations.  And we had one father say:  Wow.  I never really thought about that before.  That's really interesting.  And now I understand that disability more and I understand the child who lives down the street more.  


And so again, it was just another touch point that while it sounds like we were doing it for the kids, the parents will come with the kids and it's building awareness for them to be more comfortable and more understanding of different types of disability.  


Another touch point we have our Qlife resource fair once a year.  We have a number of organizations come in that focus on all different types of life activities.  It -- and included in that are local agencies who work with different types of disabilities that can provide support to employees, as well.  So it becomes just part of who we are and what we do as opposed to just a separate disability resource fair.  


We have an internal resource Web site for employees.  We have brought in guest speakers.  And it's really interesting.  We did that with no money.  We have paid nothing for a guest speaker so far.  We had someone come in that his name is Steven Wompler he was the first person with cerebral palsy to climb Mount Capitan the largest rock formation in the world he did a documentary the wall journey up here is how you find someone to come speak in every one of your communities is someone who has a disability who is doing something that they can come and speak to your employees about.  


We found Steven Wompler because one of my employees saw him on the local news because they were talking about his climb and she went online to find out how to get in touch with him and he agreed to come in and speak.  


The way we were able to do it for free was we opened it up to the community so it ended up being an employee event as well as a community event since it wasn't just for us and us paying for it, he was open to the idea to get the word out about disability and what you can do because we opened it up to the community.  


So be creative in how you find people.  It doesn't have to be someone that you have to fly across the country.  You have someone in your own backyard that can spread the message that you want to spread to your employees.  


Another thing, training.  This was really interesting.  I was actually at a conference when I got an e-mail about a training that we were having Tempo Brandon  come in for those of you who don't know her there's a movie about her.  She's a writer.  She is very well known in her field and it's moving cows in farms.  That does not do her justice at all I can tell you.  But she's an engineer.  And again, with 65% engineers, she was coming to speak and we had our auditorium of over 500 standing room only to hear her speak.  Because she was speaking to engineers as an engineer.  Very well known in her field.  And our training group set that up.  Not our diversity disability group.  But it had the disability awareness in it of people seeing people who are great regardless of whether or not they have a disability. 


And then we have a number of volunteer events through our Qcares -- I put that at the very bottom because it is a way for awareness.  It's not necessarily the awareness that I wanted.  I want it to be not about charity but about business and having people in your workplace.  But for some, you need that as a starting point so that they are comfortable around people with disabilities.  


So don't forget that as a way to create awareness in your organization.  Depending on where your organization is in terms of understanding people with disabilities and the value of having them in your workplace.  Start where you need to start.  


If you can turn to the next slide.  I'm going to talk now a little bit about accommodations.  I'm not, again, going to get into the interactive process and the ins and outs of how we do that.  People can go online and see what the interactive process has to be.  If you go to the next slide, I'm going to talk about first accommodation requests.  If you haven't done this, what you need to do first is think about where requests might come in.  When I first started working on accommodations and being responsible for that at Qualcomm I was thinking employees would say something to their managers or employees were saying something to someone in Human Resources their generalist or staffing or calling us in employee relations but as time went on I found out gosh people are calling facilities they are asking if they can have a window office because they have a medical condition where they need the natural light. 

Or claustrophobia where they can't be in a small closed office inside or any number of issues with that.  So we worked through a process with our facilities.  If requests come in, I know we have our normal rule of, you know, directors get this office and senior engineers get this office and engineers get shared offices so making sure they weren't saying no when those requests came in but instead raising them to us in employee relations or their generalist so we could work through the interactive process with the employee.  


I.T. is another area that requests were coming in.  And they were coming in as non-standard equipments requests so someone needed a larger monitor a lighter laptop something that wasn't on the standard equipment list.  We actually worked with I.T. to come up with a process for approvals for those.  Because any non-standard equipment normally goes to our CTO for approval.  And we worked through the process that if we in employee relations determined that it was a need for an accommodation, he didn't need to see them.  The management need to approve it.  We were the only approvers in that process now.  


Leave of absence work comp administrators again another way things come in but we had to work through how were we making sure we were engaging in that interactive process.  That it's not just the benefits specialist the leads specialist sending something to the manager saying hey can you accommodate this and they say no so making sure we have a good process going on there.  


Our most recent we have been working on our safety and ergonomics team when we found out people were asking for ergonomics requests and when they had the requests come in that they were saying that it was due to a medical condition.  And again, we want to make sure that our safety and ergonomics team is not saying no you don't need that equipment.  We want to make sure we're engaging in that discussion so look at all of the touch points in your organizations where requests could come in.  And make sure that you have some process in place to make sure that those -- before they know what they are giving to someone that they take a look at that.  One of the things that we are actually working on right now is coming up with online requests so we can let employees if they need an accommodation actually go into the system and saying: 

I have an accommodation and here is what my restrictions are.  It will send an e-mail to the appropriate generalist and they will reach out to that employee to assist them with their accommodation requests so we're really excited to be working through that process.  We'll have to touch base some time and I'll let you know how that goes on the rollout.  It's something if you have the capability to do something like that online, I think it's just another great way to have employees be able to come forward easily.  


As I mentioned with each of the areas, when the requests come in, make sure you have some kind of process with each of the different groups for when requests come in.  And the process could be you know what, yes, you can go ahead and provide anything that needs to be provided.  But if you're going to say no, you have to review that with me first.  That can be your process.  Or you want to be involved in the discussions they are having.  You know, work with what's going to work best with your environment.  


Then make sure that you provide training to all of your partners so they understand working with people with disabilities, what they can and can't ask for for the doctors notes, medical conditions and stuff, to keep themselves out of trouble.  


And then we actually provide training to employees and managers.  It's not a stand-alone training but again we're kind of a touch point kind of organization.  And so we make sure that there are touch points for the training for employees and managers to let them know that we do make accommodations for employees.  We welcome people with disabilities.  


If we go to the next slide one of the other things that we have started doing is tracking our accommodations.  Dan is really good -- JAN is really good at tracking accommodations and the cost of it and we said hmmm I wonder what that's looking like at Qualcomm as well so we track when requests are made what accommodations have been made, any associated costs whether they are temporary or ongoing accommodations.  Our system is set up to do automatic reminders.  If it's a temporary accommodation that's supposed to be coming to an end because of an end date so we can follow up with the employee and see if they have any other needs.  If it's going to continue to be a need.  


As well as just follow-up reminders to check back in with the employee to see how the accommodation is working and doing that follow-up with the employee.  


We started working on this actually before the proposed 503 regs for those of you who are Government contractors.  We're glad that we started with this process because when those regs do get approved, then we need to be providing information.  We're already starting to do that.  Again, for those of you who don't have systems folks who can create all of the systems, we started this in a spreadsheet that we were able to share with our benefits folks, our generalists and our work comp folks that we could get a handle on it.  And then when we had the opportunity, we moved it to an online system.  So for those of you who are in smaller organizations and may not have the resources to do the online stuff, a spreadsheet for us worked well for several years before we were able to do that.  


If we go to the next slide, I just wanted to take a minute to put up some stock from some of our Qualcomm employees.  Lewis on the left-hand side is the support engineer.  He was one of our Qualcomm corporate integration program participants.  He is a Veteran.  I feel a bit overwhelmed as I was applying for jobs and getting very few responses.  I completed a transition program prior to my separation from the military but I still lacked the skills necessary to find a job.  Through this program I was not only able to develop my technical skills, but also the professional skills needed to succeed in the corporate environment.  After completing the program, I feel like I am not only capable of finding a good position in the industry but I feel capable of finding the best job for me to work to my full potential.  Qualcomm and the QCIP warriors program is an excellent blueprint for many other companies to follow. 

And he's now a great recruiter for us because he knows a lot of people he worked with in the military who will want to come work for us.  The other quote I have is from Daniel a staff engineer he's an employee who uses a wheelchair.  He participated in our very first Day-In-A-Chair program in helping plan it.  To be sensitive to employees who do use wheelchairs to make sure that we're doing it in a way that was sensitive to them.  


And he attends our kickoff meetings for the program.  He also participated on a panel that we had with our career connections for youth event.  So by pulling people with disabilities into some of the things that you do, they get more visibility, they feel more comfortable, again they will bring more folks into the program.  


Before I turn to the last slide, one of the things I learned that isn't in the slides that I know there are folks on the phone who are employers and I know there are folks on the phone who are service providers, one lesson that I've learned and am trying to spread the word about.  


I have heard a lot as I've done speaking to service providers.  Why is it that employers won't answer my phone calls.  So employers on the phone, my response to them is something like gosh regardless of the size of the company, I can tell you that there are 50 of you in the room right now listening to me, they don't have 50 hours in the day to call you.  


Employers, I have to say, you have to answer some of those phone calls.  We can't as employers keep saying how come we can't find people.  Hopefully some of the resources that I've given you today or you connect with some of your local service providers.  I'll tell you a way to do it.  Set aside it's January right now.  Let the service providers in your area know two or three or five or tenon February 20th I'm going to have an open house.  I would like you to come.  I want you to find out about our organization.  I want to hear the types of folks that you work with.  And let them come in and see so that they give you qualified applicants.  


Service providers, if employers aren't doing that, if 50 of you are calling, 50 of you are not going to get calls back.  I can guarantee it.  Because the Human Resources professionals that you're reaching out to have 3,000 things on their plate to do.  My recommendation is that you come together two or three or four or five of you and reach out to an employer and say:  Hey, I know you're looking for candidates with disabilities.  We have qualified candidates here.  We would like to come in as a group because we understand that you're busy and we would like to share what skills our candidates have and how we can help you be successful in bringing those people with disabilities into your workforce.  


That's kind of my mantra for part of last year and coming up this year because I've heard from both sides of the equation that we're not connecting and we're never going to connect unless each of us does something to try to connect.  I'll get off my soapbox now.  I know we have just a couple minutes for questions, again hopefully some of this information was helpful.  Anne if you go to the last slide I would like to thank all of you for attending today.  And my contact information m Maybaum@Qualcomm.com, 858-651-4338 and again if you have any questions I'll be happy to answer them for you.


>> ANNE HIRSCH:  Wow, Michelle thank you so very much for such an excellent presentation you really did pack a lot of information in there and we do have some questions coming in.  Let me give you a short break while I remind people about how to ask additional questions.  You can submit to our e-mail account at question@askJAN.org or you can use our question and answer pod at the bottom of your screen to use the pod put the cursor on the line next to the word question, type that question and click the arrow to submit the question queue.  While we're organizing our questions to ask of you because we certainly do have them, let me just add one more resource related to hiring -- I'm -- looking for qualified college students whether it's for internships or full-time positions I encourage you to check out the Workforce Recruitment Program at wrp.gov that's a program sponsored in part by the Office of Disability Employment Policy who also funds JAN an excellent program that's going on for years, gives you access to prescreened candidates for all types of professions. 


Okay.  Let's see.  Now let's get into some of the questions that again Michelle, great information.  


Related to the wounded warrior project information that you provided, someone wanted to add that some one-stops also provide similar services and that's many one-stops have what's called a DVOP a disabled Veteran outreach program they are not in every center but they do cover every aspect of any state through contacting your one-stop.  


The question this person also had was is there any literature that you're aware of online on how to do the mock interviews and how to set that up?  


>> MICHELLE MAYBAUM:  Our staffing team actually has worked through all of that.  So I don't know off the top of my head.  If you send an e-mail to the -- Anne, what did you say JAN.question.


>> ANNE HIRSCH:  Yeah.


>> MICHELLE MAYBAUM:  I can have Anne send that to me and I can ask my staffing team for the resources that they use when they do that training.


>> ANNE HIRSCH:  And that again is question@askJAN.org and if we don't get to all of the questions because they do continue to come in here, Michelle has graciously offered to -- I'll send her a follow-up e-mail with additional questions and respond to them and we'll get them out to everybody registered for the event.  


>> MICHELLE MAYBAUM:  And thu for mentioning the one-stop.  Yes, we do something very similar.  It's while they are actually in the from our staffing folks who do our hiring so the perspective is a little bit different but the one-stops are great for that.  While my husband is not a wounded Veteran, he is a Veteran and when he was looking for employment, he actually did use the one-stop so I encourage you to find Veterans, people with disabilities, and wounded warriors at your local one-stops.


>> ANNE HIRSCH:  And one other follow-up question on the Wounded Warrior Program that you work with, you mentioned it's wit.manpower, as well.  Is that a national program that Manpower works with?  Could others get in touch with Manpower?  


>> MICHELLE MAYBAUM:  No if you're interested in the program the Web site I gave and Commander Byrd, we partner with our local Manpower they are the agency that we use the most of our temporary hiring anyways so it made sense for us to actually payroll them through Manpower so nationally I don't know if they are aware of the program or not in the San Diego area they are.  And we're partnering with them on other programs, as well.  


>> ANNE HIRSCH:  Okay.


>> MICHELLE MAYBAUM:  So they may have some national programs, as well.


>> ANNE HIRSCH:  The best contact for that program again is the wounded warrior -- woundedwarriorproject.org.


>> MICHELLE MAYBAUM:  And commander Byrd.


>> ANNE HIRSCH:  George.byrd@Navy.mil.


>> MICHELLE MAYBAUM:  Yes.


>> ANNE HIRSCH:  We're going to shift gears a little bit.  Qualcomm people were interested in the reasonable accommodation process that you mentioned do you have a reasonable accommodation policy or process that you're willing to share?  Is that something people can view on your Web site?  


>> MICHELLE MAYBAUM:  Our internal process is not on our Web site.  The interactive process that we use really if you go to the ODEP Web site under the Department of Labor, we really do follow their process in terms of one requests come in and how to engage in the interactive process.  


>> ANNE HIRSCH:  Okay.  Great.  And on the JAN site if you go -- click on the top on the A to Z and you click on by topic, you can see a couple of references to JAN publications related to the interactive process as well as EEOC's procedures for providing reasonable accommodations for individuals.


>> MICHELLE MAYBAUM:  Yep.


>> ANNE HIRSCH:  Okay.  More questions along the same vein.  One of our participants heard you say -- how can Qualcomm illegally remove managers from the reasonable accommodation process?  Can you elaborate on how you include managers and employees in your process?  


>> MICHELLE MAYBAUM:  Sure they are not removed from the process.  It's just at Qualcomm we actually have a generalist involved in those discussions making sure the manager and employee are involved.  The only place they are not involved is in the decision making for I.T. equipment.  Because that is covered through an I.T. budget so there's no approvals that they need to do.  


And since it has to do with equipment, we engage in the interactive process with the employee on that.  


In all of the other areas the manager is still involved in the process.  When -- I think you're probably referring to when I said in lieu of absence -- the leave of absence benefits administrator not just reaching out to the manager and getting a no.  It's not that they don't -- they don't communicate with the manager at all.  It's just we don't give the opportunity to say no to the benefits person and relay that information back to the employee before we engage in an interactive process.


>> ANNE HIRSCH:  We do hear that quite a bit here at JAN, as well.  And that gets back to your comment about the importance of training and making sure people know what to do with information they have received.


>> MICHELLE MAYBAUM:  Yeah.


>> ANNE HIRSCH:  Another question we have, can you talk about the kind of accommodations or assistance Qualcomm offers to individuals with cognitive deficits and mental illness?  


>> MICHELLE MAYBAUM:  Sure.  I'll have to kind of face through some of them.  A couple of things, one with some of the agencies that we work with, they do provide job coaches for at least a period of time.  We have provided job aids to folks if they need help with kind of what is the process that they need to follow.  Both visual or in writing, depending on the need.  


Those are a couple that I'm thinking of off the top of my head.  


>> ANNE HIRSCH:  Okay.


>> MICHELLE MAYBAUM:  I don't manage all of them so I can't think of all of them right now.


>> ANNE HIRSCH:  And just as a resource for our participants again if you go to the askJAN.org Web site and you click on accommodation information by disability, you can get an alphabetical list to help you brainstorm some ideas about accommodation.


>> MICHELLE MAYBAUM:  Yeah and make me make a plug for JAN, too not because I'm speaking on their webinar but truly if we are stuck, we call their phone number we go online before we call them and look at the resources and come up with ideas for different types of disabilities.  Another thing that we do, again, by partnering with the Business Leadership Network, that's been invaluable for -- when a new disability or challenge comes up that we're not familiar with.  For example, the first time we had a computer programmer who couldn't type, I was like I have no idea what to do but I said I bet Microsoft has a lot of programmers and through the BLN I had met someone through Microsoft and I was able to call them and they were able to give me ideas of what they do with their computer programmers so whether you're a big company and you have a few people focused on accommodations or you're a small company you don't know where to go, the Job Accommodation Network and coming up with networks of other employers so that we can all go through this and learn from each other together.


>> ANNE HIRSCH:  That's a great lead-in to the next question.  You had mentioned a bit about tracking accommodations and how you started that process by using a spreadsheet before you went to an online process.  Did you create that spreadsheet yourself or did you find some type of program that was available for tracking accommodations?  


>> MICHELLE MAYBAUM:  No, we created it with information that we thought was available.  And again, if you're interested, I can send you the shell of that spreadsheet and you may want to change it up or add stuff.  But if you send to question dot --


>> ANNE HIRSCH:  Question@askJAN.org.


>> MICHELLE MAYBAUM:  I'll be more than happy and just let me know that's what you want and I'll send you the shell of the spreadsheet to get you started and you'll want to change it up for the information you're looking for but that will get you started.


>> We currently have one participant who doesn't currently have Employee Resource Groups can you think of a resource off the top as a best way to start a resource group for groups with disabilities.  That may be something we can send out later, too.  


>> MICHELLE MAYBAUM:  Yeah, we have an employee who just focuses on our Employee Resource Groups and getting them going and we have a lot of grassroots efforts at Qualcomm.  I know that some companies -- we just started a mail list as we have events we tell people to join and again we let new hires know to join.  That's kind of how we grew ours.  


I know that another company I had talked to years ago and several companies I've heard of start it this way where it's parents of children with disabilities kind of start a group to support each other as employees.  And out of that grew a larger disability Employee Resource Group.  


I know a lot of companies, they get -- find someone in senior management with a passion for whatever Employee Resource Group you want to start, whether it's African-American or Hispanic or people with disabilities or Veterans.  The Veterans we didn't start at a company.  The Veterans started their own Employee Resource Group.  


But if you're interested in starting a Veterans that maybe then breaks off into or includes a disabled Veterans and that breaks off into a disability one, do a flag raising ceremony at Veterans Day.  At Memorial Day we actually have our facilities folks put up a wooden wall and painted it white and we sent an e-mail out and put it on our company newsletter that said:  Hey, remember those who have given their lives for us at Memorial Day and employees put flowers on it and tape up pictures of their grandfather who was a Veteran.  And that let's people know that you're interested in them and what they have, what they have to share.  Maybe find a guest speaker to come in and talk about Veterans because your Veterans will be interested in coming to hear something like that.  And they will start getting together.  So those are a few ideas just off the top of my head that you might want to consider.


>> ANNE HIRSCH:  Okay.  Great, we would just like to add that Vern as can a.org has a disability toolkit for helping people develop an Employee Resource Group so that's something we can share so look for their disability ERG toolkit.  If you have any additional questions for Michelle, if you want to just send them to me at question@ask JAN.org and I'll be sure they gets to them but unfortunately that's all the time we have today.  Michelle thank you so much for your time and expertise.  You really gave us a great deal of excellent information.  If anybody would like additional information or to discuss an accommodation don't hesitate to contact us.  would like to thank Alternative Communication Services for providing net captioning for this webcast.  And finally, as a reminder, an evaluation form is about to automatically pop up on your screen in another window as soon as we close this webcast. 

JAN appreciates your feedback so we hope you'll take a minute to complete the form thank you for joining us today and this concludes our webcast.  
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