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	>> LOU ORSLENE:  Hello everyone and welcome to the Job Accommodation Network's monthly Webcast Series.  I'm Lou Orslene and I'll be moderating today's program called "Release My Voice - The Untapped Talent Pool - Seeing DisABILITY".  But before we get started with today's webcast, let me just go over a few housekeeping items first if any of you experience technical difficulties during the webcast please call us at 800-526-7234 for voice and hit button 5 or for TTY call 877-781-9403.  
	Second, towards the end of the webcast, we'll spend some time answering your questions.  You can send questions in at any time during the webcast to our email account at question@askjanorg.  Or you can use the question and answer pod located at 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 to 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, click on the button that says save to my computer.  You can also find the handouts for today's presentation in the file sharepod.  And finally, I would like to remind you at the end of this webcast an evaluation form will automatically pop up on your screen in another window.  We really appreciate your feedback.  So please stay logged in to fill out the evaluation form.  
	And now, let me introduce today's speaker, Margaret Spence.  
	Margaret is the CEO of C. Douglas & Associates Inc., an international risk management and training company.  She's an expert business strategist and consultant of Fortune 500 Corporations.  Margaret also is the author of three books including:  Change the Paradigm from Workers' Comp Claimant to Valued Employee; Injury and Disability Management; and Leading from the CEO Desk.  
	The heart of Margaret's competitive advantage is really her advantage to find unique ways to eliminate the underutilization and systematic undervaluing of talent within an organization.  Margaret is often quoted as an HR business expert and Thought Leader in national publications including Forbes, Time, the Washington Post, CNBC and HR Magazine.  She served on the SHRM, the Society for Human Resource Management special expertise panel on employee safety and security and most recently on the HR Disciplines panel.  Margaret has spoken at the SHRM annual conference in 2012, 2013, and 2014 and voted among the Top 20 Speakers delivering a powerful dynamic presentation to challenge the talent development trajectory  
	Margaret also founded the Employee to CEO Project, a global initiative to increase the representation of women and minority in C-Suite positions and recently released:  Arriving at the CEO's door about women in C-Suite and I want to say we're grateful to Margaret for serving as a JAN ambassador I met her after she conducted a session on stay at work Return to Work where she spoke about the services that JAN provides and more recently I had a privilege of working with her at a Return to Work institute at the WCI360 workers' compensation institution held during the first week of August she serves on the team to develop the institute where the best and emerging practices are shared with participants.  I would encourage those of you who are in the field of Return to Work or workers' compensation or even who do a great deal of stay at work to look into the institute with that I would like to say that we're honored Margaret agreed to share her passion and life's work with us today.  So now let's begin our presentation, Margaret, please take it from there.  
	>> MARGARET SPENCE:  Well, good afternoon, Lou, and thank you so much for the wonderful introduction and it's been a pleasure working with JAN.  I feel like I always need to let people know that the Job Accommodation Network is out there.  
	One of the challenges that I see in the workplace today is that employers are often caught between wanting to hire people with disabilities and actually going out and doing the outreach to bring people with disabilities into their organization.  So part of my challenge and part of the challenge that I see for employers is how do we overcome the barriers that were created some of them are more mental barriers than they are real barriers because it's the idea that a person with a disability isn't able to contribute as someone who doesn't -- as someone who doesn't have a disability but one of the things I say to organizations all the time is you have to see people, if you can't see people, you can't see me as a whole person regardless of whether I have a disability, then you are not looking at a talented individual through the lens of ability.  
	So what I hear a lot of times from the HR spaces is we tried to recruit somebody with a disability, we went out, we looked, we didn't find anybody.  And I don't understand that.  I've never been able to understand that.  Because to me, if you really want to do something, then you figure out what is the barrier that's preventing you from doing that.  And that's how I see employers working with the Job Accommodation Network and really utilizing your services to help them understand that the fact that an individual has a disability doesn't mean that they can't be included and that their voice, their voice of diversity, shouldn't be brought to the table.  So one of the things I say to employers is when you see me, what do you see?  And when I say me, it's me as an individual, it's me as a woman, it's for a person with a disability, a person with a physical disability, but a person with a disability that you may not be able to physically see.  
	So we have to ask ourselves how do we allow individuals to be successful in the workplace.  And how do we champion them in the door successfully?  And I think it starts by saying, when you see me, what do you see?  And that's the first barrier.  So what I would say to employers who are on this webcast is you have to start from a place of non-judgment.  The fact that someone may fill out an application and on that application -- because that to me is the first barrier to being hired.  On that application the employee will say, I have a back injury.  Or I walk with an assistive device.  Does that mean you take that application and automatically throw it in the can.  No.  You start with a -- in a place of non-judgment.  
	So going on to the next slide, 
	One of the things that's almost shocking when you look at the data and you look at the statistics, 20% of the U.S. population has a disability.  
	But 79% of people with a disability are unemployed.  That's just a shocking number.  And one of the things that I think as an individual and as a person and as a hiring manager, most people don't recognize that we are all an inch away from a disability.  Disabilities don't mean that you fall down, break your leg, and you're now disabled.  You could have a medical condition.  You could end up with cancer.  You could end up with some other kind of disability.  You could be in an auto accident.  You could get a diagnosis.  We have a lot of people who are getting diseases earlier.  I'll give you an example.  
	One of my clients is a major bank  And I got a call from them early last year.  And they described for me, they had an individual working for them as a loan originator.  
	And her role was basically a desk job.  And in that capacity, her duty was to get loan paperwork in, process that loan paperwork, and send that paperwork out.  
	They started to realize that she was hiding the papers in drawings and she was hiding it in her desk.  And she was putting it into bins.  And she seemed to forget that she had put the items away  
	So a stack of work would come in the door and instead of processing that stack of work  She ended up hiding it.  She found places to tuck it into her desk.  
	So in the afternoon, her manager went through her desk and found tons of loan origination paperwork.  And they realized she was hiding the work.  So the phone call to me was, can we terminate her?  I said not really.  How did she perform before all of this stuff started happening?  She said she was a great performer, we had no issues with her but we have noticed she has suddenly become very forgetful we will tell her things and ten minutes later she will come back and have a new conversation with us as if nothing had happened.  
	I said to my clients, that seems a little bit out of her norm.  Have you ever considered that something may be going on with her medically?  That what you're seeing as a performance issue is really something new that's manifesting itself with this employee?  
	It turns out the employee had early onset Alzheimer's.  54-year-old woman who had been with the employer over 20 years.  Who the first inclination was to terminate her.  And I said, I recognize that she has some challenges now because of this early onset Alzheimer's but I don't know that terminating her is the right thing maybe we can find something for her to do, maybe shorter hours, maybe different types of work, as she transitions out of her role and moving her eventually to long-term or short-term disability.  But just that quickly and my description of this situation is just how quickly this employee went from able to disabled.  And it happens just that quickly.  
	So if we discount 79% of individuals with disabilities, we are actually missing out on all of the talent that's sitting out there that we're not accessing this talent.  
	One of the crucial things for employers right now is a talent shortage.  We literally have a talent shortage.  Over the next five years, a lot of baby boomers will exit the workforce.  And as they exit the workforce, we don't have people to replace them.  But one of the areas that most employers don't look to is looking at people who have a disability, who are totally capable of doing the work and tapping into that workforce and empowering them to take on a role that makes them be a great employee with great assets to the organization.  
	So moving on to the next slide, I want to really impart upon everyone that it takes a lot of effort and a lot of courage as JFK said, efforts and courage are not enough without purpose and direction.  
	We have to have the courage to embrace people with disabilities we have to have the courage to champion people with disabilities.  
	So let me give you an example of what embracing and championing looks like.  
	Let's say someone comes in and puts in an application.  And they don't fit the stereotypical view of what the manager might be looking for.  But after talking to that individual, you recognize that they are totally capable of doing this particular job.  It's going to be up to you if you are in HR and you are working to create a diverse and inclusive voice within your organization, it's going to be up to you to first embrace the candidate and have the courage to embrace the candidate.  And once you have embraced the candidate, then you have the ability to now go into your workforce, to your supervisors and managers, and sell that talent to them.  Say, listen, I got a great candidate.  This candidate has some challenges.  But I think this candidate would be fabulous for you  
	Because if we learn to champion people with disabilities, we begin to chop down the barriers that prevent them from getting into the workforce.  
	So first, the first take-away that I want to say to the audience today is, we have to learn to first embrace the individual, open our hearts to embrace them, and then be willing to champion them and have the courage to champion them.  
	Going on to the next slide, you know, the statistics are pretty daunting  
	We have 33 million people of working age with disabilities.  21% of them are currently employed  So we have 20 million working age adults with disabilities who want to work, who are able to work, but remain unemployed.  
	Now, there's no reason why positions should go unfilled.  There's no reason why we should have open positions when we have a talent pool.  
	There was a survey done by the Office of Disability Management and out of that survey, they found that 4 in 10 companies report difficulties identifying qualified candidates with disabilities  
	So let me give you an example of what we did at my local SHRM chapter, Society for Human Resource Management, chapter.  We started doing what we call employees in transition.  So we reach out to individuals who are in transition, who haven't been able to find a job through traditional means.  
	We contact our local unemployment office.  
	We identify the types of candidates that we were looking for.  And we helped to develop those candidates over time so that we could actually help them get employment.  
	I did this presentation a few weeks ago at the ARC of Broward County and one of the things that they have done is they have workshops in what's called reverse trade shows so I'll give a huge example of what a reverse trade show is.  
	So typically you would expect to go to a Career Fair.  And at that a Career Fair there would be employers lined up in booths ready to hire someone.  And in that booth the person would come with their resume and they would now go and talk to a hiring manager in the booth and fill out whatever application or get some preliminary interviews done and so on.  
	The ARC of Broward County took a different approach.  They created a booth with a banner with business cards for their folks who needed jobs.  And they basically they did a reverse.  
	So a hiring manager got to come in  And along the room was different individuals who were looking for jobs  They had their resumes available.  They had done really nice banners showing the type of work they had done.  They had business cards.  
	The hiring managers were able to sit and talk with the individuals one-on-one.  
	And the candidates, the potential candidates, were interviewed right on the spot by hiring managers who were invited in and walked around the room talking to them and interviewing them  And deciding you know what, I think this will be a great candidate.  I want to now invite you to come to my company to have a second interview  Or actually to have a job offer.  
	That was a way of doing a Career Fair but in reverse so instead of having the employers sign up to come, the individuals with disabilities who were looking for a job signed up.  And then hiring managers got to come in and interview them.  
	So if we want to make an effort, as I said, if we want to make a valiant effort to get folks with disabilities employed, then we do things that are out of box.  We think outside of the box.  And we don't view challenges as challenges.  We view challenges as opportunities.  
	People are always raising their hands and saying I have a disability and I want to work  The problem is connecting that person who has raised their hand to an employer who has also raised their hand to say I'm here and I'm ready to hire you.  
	So bottom line, we have to make a valiant effort.  We have to tap into the talent pool.  And we can't be confused about how to hire people.  We just have to think outside the box.  Moving on to the next slide.  
	One of the benchmarks and one of the outcome of the survey that was done is 47% of Fortune 500 Corporations and 78% of Federal contractors said that one of the barriers to bringing people in with disabilities was climate and culture.  Their culture didn't necessarily embrace the hiring of people with disabilities.  They couldn't find a way to track and measure how many people they had hired with disabilities.  They couldn't develop results and opportunities because they didn't know who had been hired with a disability.  
	And sometimes the employment cycle, the cycle to get people into a job, the multiple interviews, scares applicants away who have a disability.  
	So knowing that, knowing that we have to change climate and culture, we have to be able to track people who have a disability better, we have to look at our results and our opportunities.  And we need to look at the employment cycle, how long it takes to bring someone in.  
	Because I'll give you an example.  
	If you have someone who is all right self-conscious about their disability and they have to go through four or five rounds of interviews, which a lot of organizations do, that can be intimidating.  And that can also set the person up for failure.  So if you're making an attempt to hire someone with a disability, and looking at their ability, maybe the change that you have to do within your organization is look at how your employment cycle affects the outcome of being able to bring someone into the organization.  Maybe the barrier to hire is more the process that we created than the actual barrier itself.  
	Because maybe people are coming in the door but because they go through such a hard interview process and we haven't necessarily accommodated them for that interview process, we're losing people who could be viable candidates who have a disability.  
	Now, one of the neat things that I love about the Job Accommodation Network is the resources that are offered via JAN's Web site that give you reasonable accommodations for interviews, reasonable accommodations for helping applicants know about your company, what is the channel that that person might be using to find out about your company.  Do you advertise in places that people with disabilities would utilize and know that you're there.  
	For example, I'm in Florida.  And we have a Job Bank where employers can utilize that Job Bank to list their openings.  Are we using that.  Or are we using things like Monster or other online access for people who would not traditionally -- where people would not traditionally be, where your demographic of people that you're looking for to fill a position who have a disability may not be there.  
	So bottom line what I'm saying is, from the survey, 75% of companies didn't have a database or a tracking system to see how they did outreach and how they found people and how they equated climate and culture and how they changed their employment cycles to be able to accommodate people with disabilities.  
	Moving on to the next slide.  
	So the question is this:  We want to make sure that when we get an applicant -- so we have talked about the process of applicants coming to the door and saying, hi, I'm here, and I want to get hired.  
	Now we have to talk about how do we dispel the myth that we have in our mind about someone with a disability.  
	So the first myth that's typically out there is we question whether the person can actually do the.  The best practice from an HR standpoint is to have the functions of the job available and during the interview you would ask the person about the essential functions.  Are they able to do the essential functions?  And if they can do those essential functions then there's really not a barrier as to whether the person is qualified or not.  
	So there was a test done with HR professionals where the company that did the test removed the names of the candidates from the resume and only looked at the candidate's qualifications.  And they said, I want you to not look at the person's name so you don't know whether it's a male or female, not look at anything else about that person, just look at their job history and their qualifications.  And if you just look at that, you actually take the blinders off.  You only see the qualifications.  
	So if you take away the fact that the person had a disability and you look at their qualifications, do the qualifications equal what you advertised for and what you're looking for in terms of your job description?  And if it does, the myth behind someone being qualified is now absolutely gone.  There is no longer a myth of, oh, this person is not qualified.  That myth is eliminated.  
	Now, one of the great things that I love about JAN and one of the reasons why I talk about JAN all the time is that there are great statistics on the Job Accommodation Network's Web site that says even if the person needs an accommodation, let's say they check qualified and they need an accommodation, the typical accommodation costs under $500.  
	You know one of the neat things that I talked about at the conference where I spoke on ability and disability a few months ago, I had the honor and distinction of going to the White House in February.  And there is -- the Secretary, the White House Secretary I think they call her Godis is what they called her she's the secretary to the President.  She's legally blind.  And nobody knows this.  She's legally blind.  They have done all kinds of accommodations to help her so I said to the group when I spoke to them I said I was amazed that this person had such a high-ranking position in the White House and President Obama made an effort to bring this person in and accommodate her in this high position.  And I thought to myself, if this person, this lady, could be the secretary to the President of the United States and be visually challenged, why is it that we can't hire someone else in any other capacity in any organization to do a job effectively?  
	You've got an individual working for the leader of the free world.  And she has a very known disability.  For me that means that you see ability and you do not see the person's disability.  You're willing to take the qualification and look at the qualification on face value and not discount their disability or use their disability to discount their ability.  
	So we should not question if someone is able to perform like other employees because we know they can perform like other employees.  We should disrupt our normal operation and disrupt the comfort zone that we're in to hire people with disabilities.  
	If you are in a hiring capacity it's a corporate and HR social responsibility to hire and retain individuals with disabilities.  We need to look at abilities and not focus on disabilities  
	Next slide.  
	So here is the saying and one of my mottos, do the difficult things while they are easy and do the great things while they are small.  We have to turn invisible into visible.  We have to be willing to see people.  We have to be willing to champion them.  We have to be willing to change how we bring people into the fold.  And how we retain them in the workforce.  Because again, someone with a disability does not mean that they don't have an ability.  
	Next slide, please.  
	So how do you do this in your organization?  How do you decide that you're willing to champion someone?  So the first thing that I recommend that you do is look at what are the barriers.  Let's say today you have 100 employees and you have one person that has an identifiable disability.  Or you have a few people.  And it is your goal for 2017.  Because again we are ending 2016.  So 2017 a lot of organizations are making great plans.  You are making a plan that you are going to increase your hiring.  You're going to change the way you do things.  Okay, great.  
	So in setting the goal let's say you want to increase your hiring of individuals with disabilities by 10%.  And for you, 10% could mean 5 positions or 10 positions or 15 positions.  
	The first thing that you need to do is do a SWOT analysis.  You need to look at your strengths, your weaknesses, your opportunities and your threats.  
	You have to do a global analysis.  Where are we?  What are the barriers?  So next slide, please.  
	If we look at our strengths and our weaknesses, so let's say we have our strength is that we have lots of positions that could easily accommodate someone.  I'll give you an example.  I was in Costco a couple of days ago.  There was a -- there's a gentleman who does the checkout at Costco  And he's a Gulf War Veteran.  
	He lost an arm.  He is working a cash register with accommodations put in by his employer.  So there's a strength.  We have a job.  We figured out what we could do to accommodate someone.  We look at our weaknesses.  What's the weakness?  Why haven't we found someone to fill this job who could build on our brand  Build on our capacity to employ people with disabilities.  So you have to look at the strength.  The strength is we've got a job.  How can we rework this position so that any individual who comes to the door would be able to do the job?  And yes, I recognize that there are safety sensitive positions that you will have to look at a person's ability.  And you'll have to look at their -- the accommodations.  And if it's not a safety sensitive position, where you would be able to put someone in and I would argue and I'll give you examples of what I'm looking at, if you have a forklift operator position and the person is not able to use that forklift, that would be a safety-sensitive position.  You wouldn't want to put somebody with a disability in a position where they are going to be -- it's going to be harmful to them or someone else.  But that alone should not be a barrier to hiring them.  Maybe that position is not the one.  But you have something else that the person is able to do  
	I'll give you another example.  I work a lot in the workers' comp space.  And sometimes a person will lift a box and suddenly they will have a back injury.  Or they may fall off of something and hurt their leg, head.  Food, whatever.  
	That doesn't mean that there is now no room at the inn for this person.  We have to begin look at our strengths as an organization and eliminate the weaknesses that we may have for bringing that person onboard.  Next slide, please.  
	We then have to look at opportunities and threats.  
	So opportunities again are positions that we have available.  And our threats for me are managers and supervisors.  
	One of the big challenges for hiring and retention is supervisor and management involvement  HR can do a very good job of championing and pushing people in the door.  But the only person that can retain them are the direct supervisors and the direct managers.  
	So the opportunity to hire someone with a disability can be negated by the threat of a supervisor who doesn't see that person's ability.  
	So if you're doing a SWOT analysis of your organization and you're looking at your strengths weaknesses opportunities and threats, a part of the threats is making sure that your supervisors and your Leadership Team is embracing diversity and inclusion.  You know, diversity and inclusion, a lot of times when you say diversity, it's like the bad D word.  You've said diversity.  But diversity means that the -- the analogy is diversity is the law.  Diversity is what we are supposed to do.  But inclusion is what we do because we want to do it.  We do inclusion because we really want to have every voice at the table.  
	So hiring someone with a disability is a diversity and inclusion connect.  The diversity is we have a diverse workforce.  The inclusion is we have created opportunities to be inclusive of that person once they get into the workforce.  Inclusion means that we value them and we value their contribution and we include their voice in every part of the process.  
	Moving to the next slide.  
	What I say to organizations is, you have to eliminate your weaknesses and your threats by looking at your organization more organically.  You need to look at your organization in more of a strengths-based view.  You have to look at your organization as what are our strengths?  What are the strengths to hiring someone with a disability?  
	It's a corporate social responsibility.  We have information all over our Web site and all over our billboards and all over everything that from a corporation, we champion diversity.  And we champion inclusion.  
	But if we champion inclusion and diversity and diversity and inclusion does not include people with disabilities, then that is definitely not our strengths.  
	Our opportunity is going to be we are going to go out and we're going to remove the barriers that currently exist to bring someone in the door.  We're going to remove those barriers very systematically.  
	And that means barriers to how we recruit, how we find people, how we interview them, how we get them connected and match them with the right jobs.  
	Once we have looked at the strengths and the opportunities, now I want you to start creating actions.  Exact steps that you're going to take to make sure that you are doing the right thing.  
	So for example, the action step could be, we want to have a 10% increase in the number of people with disabilities.  Our action steps are, we're going to start doing outreach.  We're going to start advertising.  We're going to find organizations like ARC that we can connect with.  
	We're going to go to various conferences.  We're going to do recruiting at colleges and universities.  And we're going to seek out the Office of Disability on that campus.  And we're going to ask them to send us candidates who have disabilities.  That's our action steps.  
	Now, everyone in HR knows that if you don't track results, if you don't track your numbers, nothing happens.  Without tracking the results, the strengths, opportunities and actions means nothing.  So if you evaluate your strengths you have these opportunities you create actions and have no results or not tracking your results then you're basically doing nothing, you're back to weaknesses and threats so you have to track your results as you go through the continuum so it's strengths, opportunities, actions and results.  Moving to the next slide.  
	Employers -- Thomas Perez who is the Secretary of Labor says employers have to -- employers have recognized that it's smart business sense to have people who are valued and included in the workforce.  
	So disability has to be a part of the diversity.  Just what I talked about before.  If we say that we have a diverse workforce, diversity is mandated, and inclusion is what we don't do, then we have missed an opportunity to be -- to create a holistic environment.  
	So people with disabilities are saying to you, can you allow me to release my voice?  Can you allow me to show you that I'm able?  Can you allow me to work to my full capacity?  Can you allow me to feel whole?  And can you allow me to feel that I'm contributing to the society as a whole?  
	And if you allow me to do that, then you are basically allowing me to be included.  
	Moving to the next slide.  
	So again, going through your SOAR evaluation, your strength, opportunities, actions and results, you're going to say and you're going to ask yourself, what are your organizational strengths?  What are they?  What makes us a great organization to work for?  Why do people want to work for us?  If you have employees who have a disability and you know who they are because again, not everyone is going to identify their disability for you, but if you know someone who has a disability and they are working for your organization, you may want to ask them, why do you continue to work here?  What makes us special?  What did we do to embrace you while you were here?  
	That's going to be a great take-away for you to look at your organization holistically.  Opportunities -- you are going to say, where are our opportunities to add inclusion to the workforce?  Where are they?  How can we do that?  Maybe we need to create an internship program.  Where we reach out to a handful of individuals and we bring them in as interns.  And we train them.  And we give them that opportunity to be here.  
	And then, as I said, what actions are you going to take to increase inclusion?  What actions are you going to take?  What are the specific steps?  And then results, how will you measure your results when you do your strengths, opportunities, actions, how will you measure your results?  
	Moving to the next slide.  
	Now, there is a -- in the world of coaching individuals, there's an individual by the name Myles Downey and he wrote a book called "Effective Coaching".  And in that book he says, what do people want from their organizations?  So I'm going to say to you, what do individuals with disabilities want from you as their employer?  They want to be pushed and pulled.  So they want you to solve some problems for them.  But they want to solve some problems on their own.  
	So let me give you the example.  
	They want you to champion them.  They want you to help the supervisor understand their disability.  They want you to help them navigate and be their advocate when they need an advocate to make sure that people understand their accommodations.  But they also want to be able to solve problems on their own.  They want to be able to create their own -- their own accommodations.  They want to create their own work-arounds so they can be productive.  So they can meet your productive requirements.  So some of it is directed and some of it is non-directed.  
	Everyone who works for you wants to be listened to and wants you to understand them.  They want you to make suggestions.  They want you to give advice.  They want you to offer guidance.  
	And provide instructions.  But they also want to reflect on their own.  They want you to give them feedback.  They want you to ask questions that raise their awareness.  But they also want to find things on their own.  So there's a delicate balance.  What your employees want who have a disability, they want to be seen, they want to be heard, they want to be understood, they want to be championed.  But they also want to prove to you that they can independently get the job done.  That's the main part of what they want from you.  
	So we have to understand the Push-and-Pull Model.  You can push someone but they also want to do things on their own.  
	Moving to the next slide.  
	So releasing my voice.  When an individual wants you to release their voice and to help them navigate and be successful in the workforce, what they are asking from you is a job that makes good use of their skills and abilities.  
	So if I'm a disabled employee or disabled candidate, I want to job that makes good use of my skills and abilities.  I want to have an opportunity to receive additional training.  And to learn on the job  I want to feel communicated to and from management  I want to be able to talk to you.  And I want to be able to listen to what you have to say.  
	And vice versa.  I want you to be able to listen to me.  And I want to be able to communicate with you effectively.  
	I want to get involved in how decisions are made about my future.  That's what every employee wants.  This is not synonomous to people who are disabled.  This is what employees want from their employer.  
	But for someone who has a disability, they want you to think differently.  They want you to see ability.  They want you to change what you think.  They want you to ask, what do you want?  Individuals want you to empower them.  They want you to ask them, what can I do to help you be successful?  They want you to build an inclusion path to success.  And they want you to dedicate yourself to eliminating inequality.  
	You know, as HR professionals, they want -- our employees demand, that we embrace ability and equality.  People want to be seen as your equal.  They don't want to be seen as less than.  No one goes into the workforce wanting you to make them feel less than.  
	One of the unique things about the Job Accommodation Network is that JAN helps you empower the employee so they can be equal.  The accommodation that you give them equals the playing field  It allows them to be productive.  It allows them to contribute.  It allows them to feel empowered.  
	Moving to the next slide.  
	So what does growth mean?  People want to grow with your organization.  They want you to give them measurable milestones.  They want you to see possibilities.  They want you to understand their reality.  And they want you to set realistic goals that they can attain and keep attaining.  When an individual joins your organization, they want to know what you will do, what do you want, what could you do to help me, and what is happening now?  What is the reality?  They want goals, reality, will and options.  They want possibilities  They want to grow with you.  Growth means that you allow individuals to release their voice.  You allow individuals to be a part of your organization.  You allow them to feel empowered to contribute.  And that's what growth means.  And that's what releasing someone's voice in your organization means  
	A diverse voice is an included voice and an included voice is a voice that's valued.  
	Next slide.  
	So the less you open your heart to others, the more your heart suffers.  
	So what I would say to you as I close out this presentation today is what can you do, what can you physically do in your organization, to help someone feel welcomed?  Feel that they should be a part of your group.  You know, what do we do to embrace individuals with disabilities?  How do we do that?  How do we champion that?  
	How do we look at ability and not see disability.  
	Whether it's a physical disability, a easily recognized disability.  Or something so invisible as a mental challenge that an individual might be having.  
	How do we say we are diverse, we are inclusive, we are here, we empower you, we value you, you are important and we will do everything we can to champion you?  
	If organizations can do that one thing, just champion, champion someone in the door, bring them in the door, and then help to retain them and do what we can to retain them in the workforce, we have not only checked off diversity but we have checked off inclusion but we have checked off an even bigger box, which is empowerment.  
	And if we empower individuals, we actually make our workforce more effective.  
	So I say to you, the Journey of a Million Miles is dependent upon you to take the first step to increase disability hiring in your organization.  
	As we move to 2017, I challenge everyone on this webcast today to say to yourself, what can we do to move the needle in our organization 5% or 10% for disability hiring?  Because if one organization does it, we have now made an impact  If 1,000 organizations do it, we've got a bigger impact.  
	If we get all employers in the United States to do it and around the world, we've made a huge impact on an inclusive workforce that has a place for people with disabilities.  
	Next slide.  
	And at this point, we can take questions  
	>> LOU ORSLENE:  All right.  Thank you very much, Margaret.  You have a very inspiring perspective that I've certainly seen before in your training.  And we really appreciate that.  And a great message of empowerment, which I think we can never hear too much of.  
	So at this point let us open it up to questions.  
	The first question that we have is, Margaret, could you talk a little more about the efforts of your local SHRM office or your SHRM chapter?  I think the program you said is employing in transition with you working with the employment office
	>> MARGARET SPENCE:  Right.
	>> LOU ORSLENE:  What does that look like and how did you guys begin that?  
	>> MARGARET SPENCE:  We have a workforce development group within our chapter.  And a part of that workforce development is that we go out to the local unemployment office and we work with the unemployment office to identify individuals who need additional training or additional work.  
	So maybe they need resume writing.  Or maybe they might need interviewing skills  Or maybe they might not have an outfit to wear to go to an interview.  
	So we identify individuals who need enhanced help.  A lot of those individuals are military, returning Vets who have PTSD and other disabilities.  So a part of what we do is we help them with resume writing.  We'll try to help them take their current skills and translate it into a viable resume.  
	We may do things like what did you do in the past?  And how could that transfer into a job skill.  Or we may assist them to sign up with opportunities within the workforce development community.  For example, we have a vocational rehab program here where we can get people signed up for let's say training as a chef or as a cook or as a waiter or in guest services at a hotel or something like that.  
	So we will identify individuals who will work with them, help them polish their skills.  
	I've done countless interviews with -- mock interviews basically.  So we'll take 20 questions, ask them 20 questions.  The person will answer them.  And then we coach them through what an interview would look like.  
	And we coach them through improving their self-confidence.  Because sometimes what we find is people with disabilities also have a challenge with their confidence.  And so if we can build their confidence before they get to the interview, the likelihood of them getting hired is much greater.  
	So those are the kind of things that we did.  And we did that through our workforce development -- our chapter has a workforce development program and we worked with the local unemployment and Office of Disability here locally.
	>> LOU ORSLENE:  Great.  We have another question, actually somebody wanted more information about the Return to Work institute.  They are wondering if they should ask their employer to attend that.  
	Can you speak to that institute that you -- you are a part of the team to put on?  
	>> MARGARET SPENCE:  Sure.  The Web site is WCI360.  And there's two organizations.  There's another organization called the disability managers organization.  Employers -- Disability Management Employer Coalition.  
	Both organizations train employers on how to effectively retain people in the workforce.  
	So basically what we're doing is looking at people who have workplace disabilities.  And we help employers set up Return to Work programs or stay in work programs or transitional duty programs so how do we take the employee from a disabled position and find a job within these companies and then get them back into the company?  So we hold a conference every August.  As I said the Web site is WCI360 and you can look at the conference I think it's the second week in December in 2017.  And it's a great conference to learn about workers' compensation disability and how to manage that effectively.  
	The Disability Management Employer Coalition really works with ADA and FMLA accommodations and how employers can effectively navigate the Federal laws while complying with retaining employees who have disabilities.  
	>> LOU ORSLENE:  Thank you very much.  And we have worked with -- we, too, have worked with DMEC.  And if you want to learn more about DMEC I think it's just DMEC.org and you can find out more about their organization and membership is pretty inexpensive and they do have a vast array of resources, as well, particularly the stay at work and Return to Work resources.  
	So we just have a comment, too, and I just want to address that.  We have somebody that -- and actually I wanted to affirm what this person is commenting on  I believe she -- he or she states I believe online applications screen out too many applicants with special circumstances.  Believe employers are missing out on applicants that we can't progress through the entire application.  I'm a voc rehab counselor who works with Return to Work issues.  
	And we would agree with that.  And I can just say that many of us in the field certainly recognize that they are a barrier.  
	We have for years worked with United States Business Leadership Network and many of the employers who belong to the USBLN recognize this as a challenge.  And they have pushed back against vendors to ensure that the applicant tracking systems are more and more accessible  And just to let the audience know, as well, we have what we call a snap tool.  And it's either -- you can either -- you can evaluate and assess your career, your career portal or Applicant Tracking System for accessibility in using our snap tool or I can just say that since you're attending the webcast today if you would like your site to be assessed or tested then we will do a site test and then we'll provide you with a report card on how accessible your Applicant Tracking System or your career portal is.  
	And just so everybody knows, I've seen many of the reports over the last few years since we've been doing these assessments.  And I can say that corporations are getting better and better.  Vendors are recognizing this as a competitive advantage.  If you have an Applicant Tracking System that is accessible then that gives you a competitive advantage over those corporations that are selling a similar product than are not.  So people are hearing the message.  As I say, as we test the -- these applicant tracking systems, we're finding that they are more and more accessible these days.  
	So that is definitely heartening to note.
	>> MARGARET SPENCE:  Yeah, Lou, I think accessibility is one thing, elimination is actually programmed in.  So I'm a proponent of addressing the backend part of it.  It's not only a problem for people have disabilities but it's a problem for the long-term unemployed.  
	So I give you an example, one of the challenges that we had in our -- we run another program called HR Transition and a lot of times these are HR leaders who have been out of work more than two years and we work with them trying to get them hired.  So it's actually our own.  
	So one of the things that happens a lot of times is HR people need to be educated on how they build the frontend part, the part you guys don't see, when they build the frontend part of the application process, that they are not eliminating people because of their own bias.  So I'll give you an example.  
	If the software says that the person can't be -- has to have two or more years of recent experience, if a person has a disability and they have been off work for five years and they put that information into the system, the five-year gap is going to automatically eliminate them.  So it's not just the ability to fill out the form.  It's what's being put in on the frontend of the job request that is also the barrier to helping people with disabilities get hired.  So that's some of the things we talk about from an HR perspective is what are the barriers we are self-creating that then turns around and affects our numbers and then we caveat that by saying well we can't find enough individuals.  
	So the person who asked the question who is in voc rehab, a lot of what voc rehab has to really recognize is you have to train your candidates, your potential people you're working with, on how to create a resume that will not get kicked out of a job system.  It has to be coded correctly.  It has to have the right keywords.  It has to have the right gaps addressed.  And if it doesn't have those things addressed, everything that you do from a voc standpoint will be discounted and eliminated because the software itself will eliminate that person.  And it's the front user that really has to be educated.
	>> LOU ORSLENE:  Yeah.
	>> MARGARET SPENCE:  And from a vocational standpoint we also have to do a lot more with candidates now to get them past the first hurdle which is the automatic weeding out people from the frontend of the software  
	>> LOU ORSLENE:  Really appreciate that insight, Margaret.  Well, that's all the time we have today.  Thanks very much for all of you who attended.  Thanks a big thanks to Margaret Spence, president and CEO of C. Douglas & Associates and the founder of the Employee to CEO Project who was willing to share her vast experience with us today.  And finally, I want to remind you at the end of the webcast an evaluation form will automatically pop up on another screen in another window we really appreciate your feedback so please stay logged onto fill out the evaluation form.  
	So at this point, this concludes today's webcast.  Thanks very much again, Margaret  
	>> MARGARET SPENCE:  Thank you, Lou.
	>> LOU ORSLENE:  Bye bye now.  
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