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>> MARIAN VESSELS:  Good morning and good afternoon to everyone.  Welcome to Effective Practices for Employment Preparation and Support for Youth with Disabilities.  I'm Marian Vessels, the Director of the Mid‑Atlantic ADA Center.  We're privileged to be joined by our presenters Laura Owens and Ann Deschamps, and I will introduce them shortly.
Slide 2
On Slide 2, we want you to make sure that you turn your computer speakers on, or that your headphones are plugged in.  You can control the audio broadcast via the audio and video panel.  You can adjust it by sliding the sound bar to the left or the right.  If you having sound quality problems, check your audio controls by going through the audio wizard which is accessed by selecting the microphone icon on the audio and video panel.
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For those of you mobile users if you're listening on your iPhone, iPad or Android, including a Kindle Fire, you can listen to the session using the Blackboard Collaborate mobile app available free from the Apple store, Google play or Amazon.
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The telephone is 1‑857‑232‑0476.  And the passcode is: 368564.
Note, this is not a toll‑free number.
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For captioning, the realtime captioning is provided.  Open the window by selecting the CC icon in the audio and video panel.  And to resize the captioning window, you can change the font and save the transcript from that panel.
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On slide 6, a short video will be played during this session.  The video will be pushed out to play on the media player that you have set as the default on your computer, so Windows Media Player, QuickTime, Real Player, et cetera.  Individuals on the telephone only, not signed into the webinar, will not receive the video.  Close the video player when the video concludes.
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We encourage you to submit questions so on the webinar platform you can type and submit questions in the chat area text box or press control‑M and enter it into the chat area.  You will not be able to see the questions after you submit them but it will be viewable by the presenters.  If you're connected via mobile device you may submit questions in the chat area within the app.
You can also email us your questions at ADAtraining@transcen.org. 
And we encourage you to send your questions in.
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Slide 8.  Customizing your view: you can resize the White Board where the presentation slides are shown to make it smaller or larger by choosing from the drop down menu located above and to the left of the White Board.  The default is "fit page."
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On Slide 9, you can resize or reposition the chat, participant and audio and video panels by detaching and using your mouse to reposition or stretch or shrink.  Each panel may be detached using the little bar icon in the upper right‑hand corner of each panel.
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If you experience any technical difficulties, use the chat panel to send a message to the Mid‑Atlantic ADA Center.  You can email us at ADAtraining@transcen.org, or you can call us at 301‑217‑0124.
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We are archiving this webinar.  It will be recorded and can be accessed within the next two weeks.  You will receive an email with information on accessing the information.
Slide 12

If you need a certificate of participation, please consult the reminder email you received about this session and you'll find instructions on obtaining a certificate of participation for this webinar.
You'll need to listen for the continuing education code, which we will announce at the conclusion of this session.  Requests for continuing education credits must be received by 12:00 p.m. EDT December 7th, 2015.
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It is my pleasure to be able to introduce our two presenters today.  Laura Owens is the President of TransCen, an organization based in Rockville, Maryland, that provides training and technical assistance around the country to improve education employment outcomes for individuals with disabilities.  She was the Executive Director of APSE, the Association of People Supporting Employment First, a national organization focusing on the advancement of integrated employment for citizens with disabilities based in Washington, D.C., from 2008 to 2014, and is founder of the Creative Employment Opportunities, Inc., an employment agency for individuals with disabilities, which she established in 1991.  She's an Associate Professor at the University of Wisconsin Milwaukee in the Department of Exceptional Education, where she teaches courses focusing on high school inclusion and transition from school to work.
Fundamental to her work is helping businesses and society at large see beyond the current reality to what they can be, and not set limits on themselves or individuals with diverse abilities.
Ann Deschamps is our second presenter.  Dr. Deschamps currently provides technical assistance to staff of Maryland Promise, a five‑year initiative addressing the needs of youth ages 14 to 17 receiving SSI, Supplemental Security Income, and their families.  She coordinates the Leadership Network, providing professional development to the ADA trainers in the Mid‑Atlantic Region.  
Previously, she provided support to Maryland counties of the Maryland Seamless Transition Collaborative.  Youth with disabilities in Maryland have the opportunity to participate in enhanced career assessments, and leadership activities, ultimately leading to postsecondary education, and/or employment in a chosen career.
She's been the Director of Training and Evaluation for the ADA Center in the Mid‑Atlantic Region.  She received her doctorate in special education from the George Washington University, specializing in disability policy and transition from school to work.
It is my pleasure to turn the program over to Laura to begin our session today.
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>> LAURA OWENS:  Great.  Thanks, Marian.  All right, so next slide, 14.
So we're going to start the discussion today talking a little bit about what did we expect not so long ago and, truly if you look at this, it's really in my lifetime that for people with disabilities, we really looked still at institutionalization, segregation, isolation, no school, not employable.  We looked at treatment of individuals with disabilities, dependency, and pretty much no choice.  And that was really within really the last 40 to 50 years.
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So where are we today?  Well, we've gone from institutionalizing to community.  We've gone from segregation to integration.  But beyond that, we've looked at integration and inclusion, because we want people to not just be in the community.  We want them to feel included.
We've gone from isolation to individuals with disabilities having true family and friends.  From no school to a free and appropriate public education with IDEA.  From not employable, unfortunately, to unemployment.  From treatment to services with support.  From dependency to interdependency.  From no choice to choice.  And then from choice to self‑determination.
But what's critical about this slide is that while we still are looking at schools and integration and inclusion, and we've made some progress there, we really haven't made much progress in the employment arena, so people were considered not employable, and now some are considered employable, but some people with disabilities are still sort of stuck in that unemployment.
We've looked at choice, but we've used choice as a reason for people with disabilities to remain unemployed.  And we really haven't hit the mark yet on self‑determination and self advocacy so we still have work to go.  
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So when we think about transition, transition to what?  Transition to adult life is really a maze, and we need to think differently about how we can individualize transition planning and practices for individuals with disabilities as they move into this maze of the adult world.
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Part of our challenge in education is that when we look at transition, we've really pretty much looked at transition from a very narrow perspective.  Basically a referral process from one part of life to the next part of life.  So early childhood to elementary school, or the transition from middle to high school, or the transition from high school to adulthood.
And what we think is that we really need to look differently at transition and the perspective has to be much broader than just movement from one part of your lifetime to the next, but it needs to look at all aspects of a person's life, from their education, to their support, to employment.
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So effective transition practices, if we look at it from this more broad perspective rather than a single point in time in somebody's life, really should look at some type of vocational training or work training, paid work experience while students are still in school, vocational assessment, discovery assessment, whatever we choose to call it, but really looking at a person's interests and passions, and what they want to do, and then pairing that with their skills and what they might be able to learn, using vocational assessment a little differently than looking at vocational assessment as a way to close the door but using it as a way to keep the door open for opportunities.
Focusing on community‑based instruction, because we know that individuals with disabilities learn by doing things in the environments in which they have to use those skills, so participating in the community, being part of your community, is critical in effective practice in transition.
Interpersonal skills training or social skills training, so that students can develop their sense of friendship.  They can build their social capital, so that they're not leaving school into this world of isolation.  Most importantly in my view is student participation, not just being there physically present, but actually participating and leading that IEP process, or that plan for transition.  It's got to be their plan.  It can't be somebody else's plan.
Person‑centered planning, so it's about the individual.  They should be the beginning, the middle, and the end of all of our discussions about what their life needs to look like when they graduate high school, and how we can move that life, career advancement, independent living, all of the things that we may not think that that person can do when they graduate, but they can do eventually.
Parental involvement, because, of course, we need parents to help us with this.  We need parents to say, "Here’s our vision."  
Interagency collaboration, which is a term that we throw around very loosely in our field, but it's so important, and while states have interagency collaborative agreements between different service providers and State agencies, we don't often see it as effective practice.  But true interagency collaboration really requires that people get together, and leave their silos and come together to build partnerships.
And then finally most importantly is inclusion, not just integration, not just having young adults with disabilities in the community, or in the school community, but participating and being part of that school community.
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We know from the studies that have been out there that the 21st Century skills needed for college and career readiness are very similar to what we had in the scans competencies in the early '90s.  What we need for 21st Century skills for anybody to be successful is communication, leadership, social responsibility, creativity, life management, team work, critical thinking, research and project development, and then technical/scientific.
So the ones that have changed since 1991SCANS competencies are the bottom two:  Research/project development and technical/scientific skills.  At the top are all skills that employers have said that they're looking for in all of their employees, regardless of disability.  They want people who can communicate internally, externally.  Who can express their wants, their needs, who can be creative with what they are doing, that people can take the lead in certain activities, social responsibility within the business and outside.  And it's a great way of getting young adults sort of access to this idea of social responsibility through service learning, which we'll talk about a little later.
Team work, getting along with other people, is huge for employers, and so if we can help young adults in school understand, here's what we can do to work together, cooperative group structures are so important rather than working in isolation, and then critical thinking, problem solving, being able to figure things out on your own or with a group.
Slide 20  
So when we talk about integrated employment, which is really the crux of this particular webinar, this is one point in transition, is employment, and it's the part of an individual's life that we haven't been quite as successful with.  And so what we hear around the country is: Is integrated employment a choice?  Or is it an expectation?
And whenever people say to me that integrated employment is a choice, I ask the question:  Was working a choice for you?  Because for me, it was an expectation, and I think that we have to raise the bar a little bit for people with disabilities and for young adults with disabilities, so that integrated employment to be an expectation for everybody.
Now, what integrated employment might look like might be different, but it should still be an expectation that while you're in school or when you graduate high school, you are expected to become employed at some point.
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And here's why.  So why is work important?  Well, it's important because it's what our society, it's what our culture, expects people to do.  We expect people to be productive.  We expect people to give back to their communities.  Work is a means for gaining status, for self‑determination and achieving your personal goals.  And it's tied to various aspects of status, like possessions.  When you get your paycheck, you can buy something.  Prestige and power.  The first thing that people ask you is: What do you do for a living?  And it's so great when one of my former clients said: I work for a law firm, and she happens to have Down's syndrome.
And so it really made her feel like: Wow, I work for a law firm, and I can tell people that!
It gives people control and influence over their own lives, which is really important.  So, work is important in the lives of everybody, including individuals with disabilities.
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So, here's our dilemma.  Here's our challenge.  Integrated employment has really been around for quite a long time, and so it's over 20 years ago we talked about this same issue.  
“Thousands of adults labeled severely handicapped are currently enrolled in sheltered workshops, work activity Centers, or adult day care programs.  Their placement is not a result of their inability to learn the skills necessary to obtain and maintain employment in integrated environments.  Rather, it's a function of our inability to design service systems responsive to their learning needs.  Our central thesis is that sheltered environments should be phased out in favor of employment opportunities in integrated settings.”
And this was said in an article by McLoughlin, Garner, and Callahan in 1987.  So for us, it's kind of scary to think that in 1987, we knew this, and we talked about it, and we researched it, and yet in the 21st Century, in 2015, heading into 2016, we're still discussing:  Is integrated employment the right thing?  Is it a choice or is it an expectation?  Is it something we really should have for all individuals with disabilities?
Because it really is about us, and so we have met the enemy, and he is us, in my opinion.  That it really is our inability to design a service delivery system that is responsive to the needs of individuals.  If we put all of the money and effort into designing services and individualizing services for individuals, and less into segregated and congregate settings, we might finally make a mark.
>> ANN DESCHAMPS:  Can I say something?
>> LAURA OWENS:  Yes, Ann.
>> ANN DESCHAMPS:  Hi, everybody.  The good news is ‑‑ because that's rather a depressing slide.
[Laughter]
The good news is ‑‑ and I'm encouraged and we'll be talking about this a little later on ‑‑ is that we have learned a lot since 1987 about what works and what doesn't work that can inform the redesign of our system not only with providing services to individuals, especially individuals with significant disabilities in an integrated setting, and integrating them into employment situations, but also with regard to legislation and changing legislation, with evidence of the Workforce Opportunities Act and the pre‑employment transition services that are mandated in Workforce Innovation Opportunities Act, which we're going to be talking about in a second, so I just wanted to end that slide with a positive.
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>> LAURA OWENS:  Actually, this next slide would have added to the positive so I'm glad you mentioned that.  So we're going to take a look at a quick little video here.

[Captioned and Audio Described video can be accessed through the archived Blackboard Webinar]

So, it might have been a little garbled for you, but that's okay.  So this video is two people stuck on an escalator.  They get stuck in the middle.  And they start screaming for help and don’t know what to do. 
Yes, as the viewer, you watch it and you think: Well, they could walk down the escalator or they could walk up the escalator, but they're not.  They're just standing there stuck, and then they wait and finally the repairman comes down the other side and says not to worry, I'll fix it.  And then he gets stuck on the escalator.  And we show this because to me, this is what's happening.  
So it's kind of going from what Ann was saying, it's very true.  The previous slide sort of said, why are we still stuck here?  But we've learned over time, we know what to do.  And I think what's happened right now is that some of us, some of our systems, not necessarily our systems individually but some of our systems are kind of stuck on the escalator.
And we know what we need to do.  We know individually whether you're a teacher or an adult service provider that you could walk up or down the escalator but what we do is we wait.  We wait for our administrator to tell us what to do, or we wait for a legislation to be passed, or we wait for something, and then that gets stuck, and then we say:  Okay, we're just going to stand there and wait some more.  So what we're trying to say is that we need to get off the escalator.  That we need to kind of know ‑‑ either go back down the escalator or up the escalator and then just move.
Any movement, no matter how small, is important.  And that's really what WIOA is about, is helping us move forward in a different way.
>> ANN DESCHAMPS:  Just to add to that Laura, I think one of the goals we wanted to achieve during this webinar is to emphasize that each one of us in this field who are out there, regardless of our position, can move forward.  It's just a question of how we go about doing that.
>> LAURA OWENS:  Exactly.  And it really is about the idea that no matter how insignificant we think we are, we actually have a lot of power in how we change our field.
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We just like this quote, because it sort of summarizes what we've just been talking about.  "When we all think alike, no one is thinking very much."  And so sometimes, if you're a teacher or an adult service provider or a parent or an individual with a disability, you kind of need to push the envelope, because if we're all thinking the same way, then there's no movement, there's no change. 
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>> MARIAN VESSELS:  Well, thanks, Laura, for that beginning of the session.
As a reminder, please type your questions into the chat box on the bottom left, and let us know what your questions are and we'll ask them to the presenters.
You all talked about gaining support in the community.  How is it that people reach out and find someone in the community to help support them when they're transitioning to employment?
>> LAURA OWENS: So the biggest thing is as teachers, teachers have a lot of resources available and I think it's a matter of understanding that we're not defined by the four classroom school walls.  That, if we can bring individuals into the community, and help them see that there are other people that they can build their social capital, that they can also be a support.  It doesn't necessarily have to be somebody who's paid to be with that person, or a family member.  
There's State agencies, there's Community agencies, but I think also community mapping that can be done in school is really critical, where students go out and see who's available and what's available in their communities, because every community is a little different.
>> ANN DESCHAMPS:  And I think you have to think outside the box.  I think because what we've discovered is every state, every local area, has a different structure of how transition services are provided, depending on the school system, depending on the State Vocational Rehabilitation Agency, and so ‑‑ and we've also learned that sometimes the best transition supports are not necessarily from people who are paid to do transition, or who are experts on transition.  It's the community member that knows everybody, that is connected to employers, that has seen this individual grow up in the community and knows them really well and can connect them to those resources.
So you have to really think outside the box, and beyond what ‑‑ but it has to be individualized, and centered on the individual in their community.
>> MARIAN VESSELS:  Thank you.  I think we'll hold off on other questions until the next segment.
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>> ANN DESCHAMPS:  Next slide, 26.  Okay, so now we're going to talk a little bit about some killer concepts in our field.  Readiness, realistic, and never, three of my least favorite words.
We talk about pre‑employment training, pre‑vocational skills, pre, pre, pre.  And readiness.  I frequently hear:  She's not ready to work.  He's not ready to work.
The other thing I always hear in transition is:  But how can Johnny transition ‑‑ Johnny wants to be a police officer.  There's no way Johnny can be a police officer.  It's just not realistic, and he's just not ready.
Well, one of the things that I have learned over the years in transition, that it really isn't our role to tell a student that they're not being realistic, or what they can or can't do.  I think our role is to talk through the process with the individual, and talk about:  What does it take to be a police officer?  What does it take to be an NFL player?
I used to do a lot of training in middle schools, where I would ask kids, what did they want to be when they're 25 years old?  And they would say ‑‑ most frequently say, an NFL player, an NBA player, we were split down the middle between those two, or they would say ‑‑ a lawyer if their parent was a lawyer, or an architect.  And then my next question would be:  Okay, what happens right before you become an NFL player?
And they would usually respond, well, you have to go to college.  Okay, you have to go to college.  Well, what happens right before you go to college?  You have to graduate from high school.
And we take them backwards, so we do what I call backwards planning.  Starting from wherever they want to be when they're 25 and start saying:  What's the step right before you get here?  What's the step right before that?  And if there was any time where they said they didn't know, we'd go research and we'd go look it up and we'd go find it out.  And then, they got in such a habit of doing this, and their teachers and their classrooms would work on it with them.  They'd come in with another thing that they were interested in.  American Idol was big at the time, so they wanted to be American Idols.  So what do you need to do to be an American Idol?  
And it’s a great conversation, very simple transition planning but again, students and youth, any youth, whether they have a disability or not, go through that transition process and come to the realization themselves of what they can and can't do.  And this is usually during the discovery process while they're figuring out their strengths and weaknesses.
Not only that, I think frequently we use the term "ready," and that pre‑employment training as preparation, as an excuse not to get them out into the community, and not because they're not ready, because their behavior isn't appropriate.  They're acting out in school.  I can't take them out into the community if they're acting out in school.
Well, 90% of the time, those students who have behavior issues in school, when they're out in the community, those behavior issues disappear.  And the only way that we can find out and help individuals with disabilities figure out what they want to do is to get them out in the community, to expose them to different work settings.
Also, finally, saying somebody can never work, or will never get a job, again, that's usually because of a situation where we ‑‑ it's coming from us.  We can't see how they would work.  And there are frequently times when a professional will be working with a person with a disability, they might not be able to make that connection between seeing how they can work.
But it's just a question of educating ourselves, and educating ourselves about the individual and their strengths and weaknesses, and then finding the right match in the community.  And that is something we have learned over the years, especially since 1987, is that there is a match for everybody.  There's a job for everybody who wants one out there.  It's a question of finding the right match.
Okay ‑‑ oh, Laura.
>> LAURA OWENS:  Sorry, I just wanted to add that I think that the other piece with ready and realistic is also that idea of exposure and experience.
>> ANN DESCHAMPS:  Exposure, yes. 
>> LAURA OWENS:  I think that's so important, because a lot of times I hear people say, well, this person is not motivated so they're not ready.  But really, if they have not enough exposure they're not going to be motivated to work and they're not going to be perceived as ready so yeah, absolutely.
>> ANN DESCHAMPS:  It really is about exposure and I think acknowledging as professionals that there will be times where we don't see it, we don't see it.  We're not all‑seeing, all‑knowing all the time.  And we don't see it, and it's okay to admit that.  But just accept it and understand that and say, you know, I don't see it, but let's go ahead, and let's try this, and let's get out in the community and let's work to make this happen.
And the belief that it can happen and it does happen all the time.
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We're going to transition into ‑‑ no pun intended ‑‑ the 8 myths of employment readiness.  There are so many myths around this.  We've narrowed it down to 8 here.  
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Employment slide 28, employment readiness myth number 1, facility based programs prepare people for employment.
Facility‑based programs prepare people to stay in facility‑based programs.  That's what they do.  There are very few people transitioning out of facility‑based programs into employment without legislation and mandates behind them.  Research has shown this to be the case, which is exactly why facility‑based programs are a thing of the past, hopefully, and we are transitioning to integrated community employment.
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Employment readiness myth number 2.  Performance in simulated work environments for people with developmental disabilities is a predictor of employment readiness and success.  This is probably one of the biggest myths, and so many of our employment preparation programs are based on this myth.  We know, based on numerous studies, that the best predictor of success is paid work experience while still in high school.
And anybody who has ever been to any training done by TransCen has heard that until they're blue in the face.  Our best predictor of success is paid work experience while still in high school, not performance in a simulated work environment.  In fact, that does not predict at all how a person's going to perform out into the community.  And those transfer skills, which is again why we have to get out in the community, to practice skills out in the community.
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Employment readiness myth number 3.  This is why work experience is so important, because we cannot predict who will succeed or fail in employment.  People who have ‑‑ who work with people with disabilities know that you cannot look at an individual and predict whether they're going to be successful in one particular environment or another, or in employment at all.
The predictor of success is previous experience.  Just like the predictor of success for any of us is usually previous experience with that.  And the more previous experience we have, the more successful we're going to be.  One of the things we haven't talked about yet, but we will be talking about, is the importance of work‑based experiences.  I can't emphasize this enough.  We talk a lot about paid employment experience during high school.
A precursor to paid employment experience is work‑based experience while still in school, and by work‑based experience I mean any kind of exposure to employment in the community that helps you figure out what they like, what they don't like, what they're interested in, what they might possibly be interested in trying.
>> LAURA OWENS:  I just want to add, this is one of my favorite slides, because I think sometimes that when we work with people with disabilities, that we do make this assumption ‑‑ and I'm a fan of “The Voice,” and I feel like we should do blind auditions.  I feel like we shouldn't even look at somebody's physical appearance or what they look like, because we make assumptions just based on what they look like.  "Oh, my gosh, they use a wheelchair."  "Oh, my gosh, they have this," or whatever.  So if we just did blind auditions and figured out here, what are your strengths?  What are your interests?  What do you want to do?  Let's give you some experiences.  I think we'd be so much better off. 
>> ANN DESCHAMPS:  I like that.  A parallel to “The Voice.”  Great, okay.  
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Rate of production is a primary factor in determining employment readiness.  We're all aware that there are a whole host of jobs in today's workforce where rate of production is not a concern at all, much less a primary concern.  It's not even a consideration.  We can't repeat enough how critical it is that we individualize this process.  Really, because even some jobs, where rate of production is a concern, if you go into that work environment, and you look at people's job responsibilities, that rate of production might not be critical to that one particular position, where a person with a significant disability might be qualified for it. 
So I think we have to erase a lot of these ideas that we've had in the past, including the importance of rate of production.
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Employment readiness myth number 5.  You need to know how to conduct a job search to be ready for employment.
80% of jobs are found through networking, family and friends.  I found one job in my career through newspaper classified ads.  The rest of my jobs have all been from connections, from friends, from networking.  And the same is true for people with disabilities.  The best jobs are found through the use of that network, again, going back to community.  Let's look where that person lives.  What's in their community?  What are they interested in?  What's available, as well.
So networking with family and friends is certainly primarily what we want ‑‑ the method that we want to try first before going to the classified ads and searching online.  Yes, Laura?
>> LAURA OWENS:  And you can still use the classified ads as your way to get into a business.  So see what businesses are out there that are constantly looking for employment, because that's your way to go in and customize jobs.  You can go back and in and say:  I've noticed that in the last four weeks, you have advertised for this position every single week.  We might be able to help you.
And then it's another way of networking, by using those want ads.
>> ANN DESCHAMPS:  It's also ‑‑ using classifieds as a way to provide students with informational interviewing opportunities.  Informational interviewing is one of my most favorite work based experiences for youth.  The whole process of preparing the youth for an informational interview to talk to somebody, everything from how they dress, how they present themselves, how they communicate.  And asking an employer for an opportunity for a youth to come in and do an informational interview is the easiest ask because it's asking for a time‑limited period, to sit down, to assist the youth in this process.
You're not asking for paid employment, et cetera.
One of the things that we talk about a lot when providing training for job development Specialists for school systems, people who are working out in the community, is it's all about relationship development.  And getting your foot in the door and developing that relationship over time, because the more time you spend up front doing that relationship development the more jobs it's going to lead to, including paid employment, but certainly at the very minimum, these work‑based experiences which don't cost the employer anything.  They're still beneficial for the employer.  It's certainly beneficial for the youth.  And it's really a win‑win for everybody.
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Employment readiness myth number 6.  Every employer has the same employment standards and the same methods for hiring.
Each employer really is different.  Most people ‑‑ as we said on the previous slide, most people get into their jobs through connections, so even if they had the same methods, et cetera, they have somebody, an advocate, in the organization helping them through those employment standards and navigating that hiring process.  But we know now, employers even large employers, everybody has a different hiring process, but if you've got that connection through a family member, through a friend, through somebody in the community, they can help you navigate it.
And again, it goes back to that relationship development.
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Employment readiness myth number 7:  Employer standards are inflexible.  One of the things ‑‑ I've done many, many, many trainings for employers on reasonable accommodation, certainly within the ADA Center, and right after the ADA passed, one of the biggest concerns that everybody had was:  Oh, my gosh, how much is accommodation going to cost?  How much are accommodations going to cost?
We know now after 25 years that accommodations are not ‑‑ are relatively inexpensive, and easy to implement.  But one of the biggest “aha” moments for most employers in the training on job accommodation was helping them understand that they're already accommodating employees, with and without disabilities.  The ADA formalized the process of reasonable accommodation to qualified employees with a disability, but most employers are providing those accommodations anyway.
And helping those employers understand that they're doing this anyway is a great “aha” moment for them because they realize:  Oh, this isn't such a big deal.  The problem is when we talk about disability and all the different types of disabilities, employers get nervous.  Oh, my gosh, what am I going to do?
Well, they're doing it anyway and once you point out to them that they're doing it anyway, they breathe a huge sigh of relief and say:  Okay, so this is not that big a deal.  And they found that it really isn't.  And for those of you who would like more information, you want to go to the Job Accommodation Network, ask JAN.org which has great resources on accommodations, on any kind of accommodations that you would need.
>> LAURA OWENS:  Because the reality is, we're all supported employees and we all have customized jobs and it is true, what employers do is the same thing that we do in our field.  So that 90‑day probationary period is a discovery process for employers, to see what is this person good at?  What do they like to do?  Do they fit into the work culture?  And they then customize jobs based on job descriptions.
>> ANN DESCHAMPS:  Right, and the good employers are capitalizing on all their employees' strengths, and hopefully, creating a work environment where we're complementing each other.
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Employment readiness myth number 8.  Employers are expecting perfect employees.  Well, I think we just ‑‑ we just addressed that.
Employers are not expecting perfect employees and again, they have the probationary period, and we really are talking here, especially when you're looking at students with significant disabilities and youth with significant disabilities transitioning, you're talking about a lot of work up front to customize positions, and to make the best job match you can make for that individual based on their strengths and weaknesses.
And that it doesn't just happen overnight.  There's work up front with the customization process of working with an employer, developing that relationship and working with the individual to make that right job match.
Okay, Laura, I am going to turn it back over to you.
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>> LAURA OWENS:  All right.  So along with this, this is a huge employment readiness myth, we think.  Slide number 36.  If you look at ‑‑ have you ever worked with somebody who had any of these behaviors, who couldn't get along with other people, who complained about everything, who didn't work very fast or got distracted easily, who maybe had a messy office or wasn't very organized, who couldn't take constructive criticism, who maybe wasn't very good at their job, but still managed to keep their job.  If you think about those things, you probably are sitting next to somebody who meets one of those things.  And yet, these are the things we often hear why individuals with disabilities can't work.
Well, because they have behavioral outbursts.  I used to work next to somebody who would periodically pound on his desk because he was so frustrated with whatever the issue was.  That was a behavioral outburst but we dealt with it.  Who was chronically late.  Believe me, I've worked with many rude people.  I'm a Professor.  
[Laughter]
So sometimes, you know, we all fit in these categories at any single point in time, so employers know that that's what they're going to get.  It's not a bad thing.  It's just who we are as people, and that we need to just kind of help each other and support each other.
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So, one of my favorite cartoons is the Peanuts cartoons, and so we're going to kind of move into now looking at job preferences, and this relates to what Ann was talking about with experiences and exposure for young adults with disabilities.
I think a lot of times we expose them to one little thing, and that's it, and then that's how we make that assumption that they're not job‑ready, or their career goals are not realistic.  I worked with a young woman that I was telling Ann about, and I sat in her IEP meeting, it was a transition meeting, and I had met her in another venue.  She's a young woman with Down's syndrome, very social, very outgoing, and I sat in her IEP meeting where the team said, well, we don't think Jennifer is ready for employment.
And she was 17, and so I said:  Why don't you think that?  Because I knew Jennifer from a different perspective, and they said, well, these are her work experiences in school.  She has worked in the school cafeteria cleaning tables after lunch, and then the next semester she worked in the cafeteria serving the food.  And this semester, she's working in the cafeteria again, and I can't even remember what they were having her do.
And I said, well, maybe you're thinking she's not job‑ready because the exposure is only cafeteria and maybe that's not what she wants to do because I know her to be a very social person, and she's actually the person that we helped get a job at a local law firm.  And now loves to go around saying:  I work for a law firm.
So job preferences are really important, and I think sometimes we close the door on individuals with disabilities because we put our own parameters on what they can and can't do.  So this cartoon, Linus who's actually my favorite character in the whole wide world says I'd hate to have a job where I had to get up early in the morning because that's actually how I feel about work.  That's why I became a Professor, so I could have a night job.
Charlie Brown says:  I'd hate to have a job where you stayed in the same place all day.
And then Lucy, of course, said:  I'd hate to have a job where you had to be nice to everybody.
So those things are really important, so the idea of work culture and not just the skills, but the preferences of what that person wants to do, are so important.
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So this is the reality of the employment world.  And I think sometimes we lose sight of that.  I remember one of the very first individuals I worked with years ago, I helped her get a job at Target, and she stocked all the impulse items, so at the cash register she stocked all of those items that you don't really need, but when you're standing in line for forever, you choose all those items.
>> ANN DESCHAMPS:  Chocolate.
>> LAURA OWENS:  Chocolate.
[Laughter]
Gift cards.  So she did all that.  And then after two years, she called me up and said:  Okay, I'm ready for another job.
And I remember my reaction was:  Pam, are you kidding?  This is it.  This was your job.  I worked really hard at getting you this job.
And I could sense on the phone her dejection, and I thought:  Oh, my gosh, it was my “aha” moment that no, your first and one and only job shouldn't be your job forever.  That is your first job after high school, and we will kind of move from there.  
So, this picture is of a famous artist and his name is Escher and it's called:  “The Staircase.”  And basically, it's a picture of a variety of staircases going all over the place.  Some staircases lead to another staircase.  Some staircases lead to outside, and some lead to nowhere.  And then, there are people walking on the various staircases.  In my mind, that's what the reality of the employment world is all about.  It's this Escher painting where individuals might go up one staircase, and like Pam, realize that's not your job for life, so she's going to walk back down the staircase and try something different, and that might lead to nowhere, so she might take another staircase which might lead to her ultimate career of she really wants in life.  
We have to understand that when we ask a young adult who's 16, 17, 18, even 21, what do you want to do, what is your career goal?  It might be really hard for them to answer because they don't have the exposure and experience.  They don't have anything to really build on to say:  This is my ultimate dream, unless, of course, it's like Ann said earlier, that they want to be an NBA player or an NFL star.
But then again, you work with that and you don't say that you're not realistic.  You do backwards planning like Ann said and work from there and say:  Okay, well, what do you need to do in order to make that happen?  What happens before that?
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So when we talk about readiness for employment, what we think readiness for employment means is that they're motivated to work, but we don't just close the door if they're not motivated.  What we do is we provide them with exposure and experience, because the reason they are not motivated is not because they're not motivated to work.  It's that they don't know what's out there.  They don't understand what's out there, so they need exposure and experience in order to become motivated for work.
>> ANN DESCHAMPS:  Right, and they might be behaving as though they're not motivated, because who doesn't know an adolescent who doesn't behave ‑‑ behaves as if they're not motivated?
But in reality it's that exposure piece, and that's why the discovery process is so important.  Finding out what they're interested in.  How do they like to spend their free time?  What do they like to do?  And then making that connection.  And that's all about relationship development.
>> LAURA OWENS:  Exactly.  The second thing is that people have to understand themselves, so that whole self‑advocacy, self‑determination piece, and being again they're buzzwords in our field a little bit and I think we need to really put some teeth into self‑determination, self‑advocacy and help individuals understand what their strengths are, what their skills are, what their interests are, and not just sitting down with Ann and saying:  So, what are your strengths?  What are you interested in?  What do you like to do?  She's not going to be able to answer that.  Again, exposure, experience, I'm going to watch her and she's going to then say to me, I really like this.  I really like working with plants.  I really ‑‑ gardening, I really like that.
So that's how we're going to be able to really understand.  And not so much they don't need to understand their disability, but they need to know how their disability impacts them.  What supports are they going to need?  What supports can they ask an employer to say, you know what?  I'm not really good with reading, and so if you could tell me what you want me to do.  Or, I have a really hard time processing a lot of information, so if you could write everything out in steps, then I'll be able to follow those steps.  So, helping individuals understand what supports they need in terms of how their disability impacts them.  
And then, what are the availability of supports?  Again as Ann said earlier, it does not have to be paid supports.  And I think it's sad still today that many of the individuals I work with, the only supports they have are family members or people who are paid to be with them.
So we have to connect them to the community so that they are participants, that they are included, and that we can really figure out what their social network can look like, beyond family members and people who are paid to be with them.
So the bottom line is, actual work experience has a large impact on readiness.
>> ANN DESCHAMPS:  Yeah, and in addition to that, and I think that this is what you've been ‑‑ the point you've been making ‑‑ we have to approach this not as, "oh, we need to find this individual one paid job," we need to approach it in terms of career development, and helping them understand their career development.  And the project I'm working on right now in Maryland, we talk a lot about not only finding, helping, and supporting an individual in a paid work experience before they graduate from high school, but then the next step is:  Do they have the tools necessary to navigate for a career in the future?
Because they're not necessarily going to end up in a career where they're getting a paid job while they're still in high school, or even their job immediately after high school.  So do they have the resources?  And do they have the understanding that, hey, this isn't the be‑all, end‑all, and I can move around, just like we all do. 
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>> MARIAN VESSELS:  Okay, thank you for that great set of myth‑busting proposals.  One of the questions was:  Parents can sometimes be a barrier to moving into integrated employment.  How do you advise people to work with parents in that situation?
>> So I think parents are barriers ‑‑ I actually don't see them as barriers.  I actually see parents as being fearful.  They want their young adult with a disability to be successful, just like any parent wants them to be successful.
So I think it's more of exposing the parents to the successes, and having their young adult come home and saying:  I experienced this today, and I really like it, and I'm thinking that this is what I want to do.  I think mostly for parents of young adults with disabilities is that fear of failure.
And I think if we can help parents understand that in order for their young adult to experience success, they have to experience failure.  So they have to understand what that means to try different things and not necessarily be successful.
>> And to add to that, too, I concluded a long time ago, just as youth go through the transition process, the parents go through the transition process, and as professionals, I think we need to suspend judgment, and accept that parents go through transition process.  And understanding that, and helping them through the transition process and supporting them through the transition process, as you said, through exposure, helping them paint a vision.
Because if you think about it, and for those of you who are parents ‑‑ I am ‑‑ you've had this vision for your son or daughter for their entire life, and if it isn't a vision of paid integrated community‑based employment, then what we want to do now is redraw that vision for that parent, so that they can see it just like we see it, and just like the individual sees it.
And that is not an easy thing to do, and it takes time, and it takes relationship development, but accepting, step number one, accepting parents go through that transition process, and they need support and education, as well as the youth, because we always talk about the youth, and we don't talk about the parents as much.  And luckily, there's some fabulous, fabulous parent resources out there and parent resource Centers around the entire country that provide that support, as well.
>> MARIAN VESSELS:  Okay.  We have another statement, I think.  It's:  Never accept listed minimum job requirements at face value.  They describe the perfect candidate who probably doesn't exist.  When the employer fails to find the perfect candidate, she will relax the requirements.
>> ANN DESCHAMPS:  That's a really excellent, excellent point.  Really, and I think we all know, even for ourselves, that the minimum job requirements ‑‑ you know, they're down on paper, but again, going in there, developing that relationship, and painting a picture for that employer of how it can work with your qualified individual, regardless of whether he or she meets the minimum requirements.  Really good point.
>> MARIAN VESSELS:  We have someone else who says, I agree and disagree with what you said about individuals always ready to work.  I have seen that sometimes, it benefits them better to take some time to learn some trades.  I don't want to set up anyone for failure.  Always want to set them up for success.
>> LAURA OWENS:  I think that's a really good point and I'll agree to disagree with you, as well.  But I think that maybe it might have sounded like we were saying that individuals are always ready to work and that's not what we're saying.  Individuals, we shouldn't say they have to be ready to work, but exposure and experience gets them to become ready to work, and I also think that I feel like we do a disservice to individuals with disabilities to say that they should not fail, because the reality is, if you ‑‑ I failed on many jobs, and that's how I knew that's not what I wanted to do.  And that's how I knew that's not the kind of work environment I wanted to be in, because I wasn't successful.
I really feel like, yes, we want to protect, but we want to teach at the same time.  So I'm going to allow some failure for Ann, but I'm going to be there as a safety net to help her understand that failure is not a bad thing, but you can learn from failure.
>> ANN DESCHAMPS:  And we learn from our failures more than from our successes, and I will ‑‑ because I know there are only a few of us listening, that I will tell you, I got fired from a volunteer job.  I'm not quite sure how you get fired from a volunteer job but I knew that that particular kind of job that I was in was not a good match for me, and learned more from that than I did from my successful experiences.
And I think the point that the person made, too, there is value in preparing individuals through specialized training, in a trade, in an industry, and hopefully, it's a good match, and they're interested in it, and they're there because they're interested in it, not because they've been channeled there by a well‑meaning adult.
>> LAURA OWENS:  Right, and so I think your points, all of them, were really good.  I think those are really good points.
>> MARIAN VESSELS:  Okay.  I think we'll continue on, and we'll take the rest of the questions at the end of the session.
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>> LAURA OWENS:  All right, slide number 41.  Okay, so when it comes to transition, we really believe firmly that transition and school and young adults and parents of young adults are going to make the difference when it comes to adult services, that if students leave school with employment, that they're more likely to maintain that employment.  And so it will help change the adult system to move to more integrated employment.
And so for us, there are some key things that really need to be in place with you personally and within the systems in which you work.  And mostly it's with you personally.
The first is presumption of employment, meaning that we believe that all people can work.  I mean, that is really the bottom line.  And this example is a friend of mine, Joe Steffy, who is from Kansas and I've presented with him a couple of times and he's an amazing young man.  He has Down's syndrome, and he also has autistic‑like tendencies, and when he graduated high school, unfortunately, his parents were told that he was not job‑ready, and that there were not a lot of options for him other than segregated support services.
And his parents didn't want that.  They said:  No, there's gotta be more for him.  He's got some behavioral issues, we understand that.  He is nonverbal, we understand that, too, but there's got to be opportunities for him.
And the last time I spoke with him, he again reminded me that if I tell his story, I have to put his website up there, so his website is up there.  He does sell his Kettle Korn around the country, and he does it for community activities and businesses and nonprofit organizations so there it is.
But the bottom line is, his parents got together with their Vocational Rehabilitation and said, we want to start a business for him.  If nobody will hire Joe, then we want to start a business for him.  And his parents are quite remarkable, as well.  So they purchased a Kettle Korn machine and they started having Joe do Kettle Korn, make Kettle Korn at state fairs, County fairs.  Then they went into Walmart and KMart parking lots and he was selling all of this Kettle Korn.  And the goal was that by 2012, they wanted to have made $100,000 with the Kettle Korn business.  And they started it in 2010.
And they did.  In 2012, they had made a total of $100,000.  So his business now has expanded from Kansas.  He's also in Georgia.  And again, go online, because you'll see his story.  And he does presentations, and it's amazing because again, it's one of those situations where people look at Joe and think, you know, you're nonverbal.  You're not going to be able to present.  But his mom helps him and his dad helps him and they put together this great little presentation and on his iPad he pushes the button and it reads what's on there and he looks around the audience and it's amazing.
So we have to have this presumption of employment that all people can work, regardless of the severity of their disability.
>> ANN DESCHAMPS:  And regardless of whether you can see how they would work.
>> LAURA OWENS:  Correct, yes, exactly.  It's not ‑‑ our job is to help people, to support people.  Not to make decisions about their lives that they can't do things.
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This is a young man that we worked with for a while, and really, so the next thing is about commensurate wages and benefits.  I know this is a big controversy that people with disabilities can earn subminimum wage.  And the operative work is they can, not that they should, earn subminimum wage.  I really kind of liken subminimum wage to slave labor.  If we inserted any other minority group into, you can pay them less than minimum wage, there would be an outcry.  We couldn't say that that about any other minority group, yet we still feel comfortable that for people with disabilities, we will pay you based on your productivity.  And I generally ask the question, how many people would want to be paid based on their productivity every single day?  Occasionally, absolutely I'd want to be paid on my productivity, but there's a difference between being busy and being productive and if anybody has a list like I do, I am busy all day long but when I look at that list at the end of the day of my to‑dos, I have done two things of my list of 20.
I would be paid for two things, instead of the 20 things, because I wasn't productive, but I was busy.  I think it's a misnomer that people with disabilities should earn subminimum wage.  So, Woody is a young man who has some disabilities, and he was lucky enough to go to a school where they had lots of shop classes, and that's really what he liked to do.
And he works at a manufacturing company, where he works on machines, and he started out earning minimum wage, and now is earning close to $30,000 a year, and has benefits.
And so that's ideally what we want, because I think we've sold people a Bill of Goods that you should just not work or not work a lot, and live on Social Security, and that $700 a month is not enough for people to live on, so we want people to be like Woody, who can actually earn a living wage.  And of course, not everybody's going to reach that, but we still have to have that as our star to reach for, for all individuals.
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Focus on capacity and capabilities.  This is a woman who I worked with years ago who is deaf and blind, and has an intellectual disability, and Mattie started her career at Pizza Hut, where she worked for 18 years.  She actually outlived most of the managers that were there.  She went through 12 managers.
And so she was there for 18 years.  But then got laid off during the recession, and now is a school District Office Assistant, and that's her in the picture on the right.  She compiles packets.  She files things.  She sends out checks for payroll.  But again, looking at Mattie and looking at her disability only, it's kind of that blind auditions thing.  Instead of looking at her disability, let's look at what she can do.  What are her capabilities and capacities?  And how can we build on that?  And so she had lots of skills at Pizza Hut that could transfer over to the school district.
And now she's making more money.
>> ANN DESCHAMPS:  And she has a developing career.
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>> LAURA OWENS:  And she has a developing career.  Exactly, exactly.
The importance of community, we've talked about this a little bit, but I can't really emphasize enough how we have to get individuals with disabilities to participate in community.  This is a friend of mine, Patrick, who works at a company called tailored label products in Menomonee Falls, and Patrick is a young man who was always part of his school community.  His family is amazing.  He was just one of the family.  It didn't matter that he had a disability.  He played on intramural basketball in high school.  He's a black belt, and he is a black belt in karate, not an adapted black belt.  He is a black belt in karate and everybody knew Patrick in his community.
And Patrick got his job pretty much on his own by networking and being part of the community.  His story is rather long, so I won't bore you with it, but the bottom line is:  He was part of his community.  He was looking for a job.  And the community came together and said:  We've got opportunities for you.  And he's been working there since he graduated high school.
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So the bottom line is:  Employment in the community should be viewed as ‑‑ should not be viewed as an add‑on or something extra.  It really needs to be viewed as a core component of all of our service delivery systems, including the educational system.  That it's not something we do as an aside, that we actually use that as part of what we do every day while we're in school.
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>> ANN DESCHAMPS:  Perfect, okay.  And we are wrapping up here.  So to continue along the lines of what Laura was saying, we really want to present the transition process as the setting the expectation for employment for individuals with disabilities, so that the expectation is an outcome of integrated community employment, not facility‑based experience for training, facility‑based services as an outcome would be an exception, and in some states it's prohibited.
Employment should be addressed as a core component of the IEP starting no later than 16, and in some states it's 14, when the transition plan takes effect.  We believe that the preparation for life after school should start as early as 5, but we also know there are processes in the schools, and certainly in the IEP process, as the youth are getting older, the involvement in the IEP process is critical, and they're having an understanding of their goals on the IEP, and then when you start talking about the transition plan, it's a perfect opportunity for the individual to have a very active role in talking about their future, and what they want to do, what their goals are.  Not what their parents' goals are, not what the teacher's goals are, but what the individual's goals are, even if it's an NFL football player, this is part of the transition process.  Okay?
It's not about what's written in black and white on the paper.  It's about the process, and having the youth having a voice at the table.  And again, until we set the expectation for integrated employment as an outcome, the earlier we start talking about that in the youth's career, the sooner they're going to start adopting it for themselves, and expecting that for themselves, which is exactly what they should expect for themselves.
In addition, we have to make sure we have measurement and monitoring, outcome measurement and monitoring, as we go along, like Laura's cafeteria example.  They were providing work‑based experiences.  They were giving this young lady an opportunity to work while still in high school.
However, they weren't monitoring to see whether she liked it or not, and they were just going by ‑‑ you know, chances are, if a student is behaving inappropriately on a job, they're expressing to you that they're not really liking that job.  Not necessarily that they're not “ready,” for employment.
So employment as a core component of transition, whether an individual is transitioning to postsecondary education, which many individuals do, because what is postsecondary education?  It's all preparation for employment.  This is all preparation for employment.
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As Laura was saying, we love to talk conceptually in transition, and one of our most recent terms we use a lot conceptually is seamless transition.  And I want to talk about seamless transition for a little bit.
TransCen developed a seamless transition model that was based on 25 years of research and practice, and through an RSA‑funded project, rehab services administration funded a project that the Maryland State Department of Education implemented through the Division of Rehabilitation Services called the Maryland Seamless Transition Collaborative.
Slide 49

And we were able to take the seamless transition model and implement it in 11 different ‑‑ and when I say "different," I mean really different -- school districts in the state of Maryland.  And one of the cool things about the state of Maryland is that there's something for everybody.  There's urban areas, there's rural areas, there's mountainous, there's the shore.  There's everything.
So when you have a project that you implement throughout the entire ‑‑ in different regions throughout the entire state, you get a great sampling of how it's going to work.  And so we took this model, which I'm going to break down in a second, and we applied it in 11 different school districts, starting with students when they were 3 years prior to exit.
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Next slide.  And if we're going to break down the model a little bit, I'm going to roll through this.  The enrollment refers to the student being enrolled in the project we were working on at the time.  But the idea was that three years prior to exit, that the school would really be focusing on discovery process, including self‑advocacy instruction, understanding strengths and weaknesses, helping the student learn about themselves, because one of the things we've learned over the years in transition, is that in order to be successful in employment, you really have to know yourself, whether you're an individual with or without a disability.
We did a positive personal profile, which I'm sure many of you are familiar with, where again, assessing the person's strengths, weaknesses, interests, and opportunities to help develop that relationship and kind of get an idea of what kind of work‑based experiences the student wants to have.
Students, start talking to them about what their goals are on the IEP.  And again, we believe this should be done much earlier but too, with the seamless transition model, we actively had teachers talking about the IEP goal three years out, and having the student play a more active role in there.
One of the things I learned, and I know Laura's a big advocate of student‑led IEPs, which I am too, but one of the things I've learned over the years is:  Not every student wants to lead their IEP.  They're not leaders.  They're not going to be up at the table saying ‑‑ and that's okay.  That's okay.  It's really about getting to know the student, and then figuring out the most appropriate role for them at the IEP table.  And having them in the room and having them understand the process and having them participate as a meaningful central member.
And that's going to mean different things for different individuals, so while I am a huge supporter, I just have to put that caveat in there.
And then we also have family supported participation and here's where we start that hand holding process of educating the family about the possibilities, introducing the family three years before the student leaves, about the possibilities.  One of the biggest issues families have at this point is they're not ready to start talking about it yet, because it's three years out.
So we might have to push that a little bit.  
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Okay, slide number 51.  Two years prior to exit, in Maryland, it's called DORS but every state has a different name for their Vocational Rehabilitation services, and here in Maryland we would open the case for the student, so the people at DORS would know that these students are coming and that they are being prepared for employment.
Work‑based experiences, huge, front and center two years out, exposure, exposure, exposure.  Again, still with the student actively participating in their IEP, and their goals, and hopefully narrowing down those transition goals in their postsecondary education goals, the measurable postsecondary education goals with the family support and participation, and the continuation of academics.  Again, depending on whether the student is diploma bound, and a lot of this is dictated by whether they're certificate or diploma bound.
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Okay, next slide.  At 12th grade, or one year prior to exit, we're looking at paid employment experience, and having an individual participate in paid employment and looking at potential linkages from community rehabilitation providers that can support individuals in paid employment.  So that they can have a seamless transition.  I can't tell you how many times I've heard of students who have had paid employment experience while in high school and have transitioned to sheltered workshops, which is really a shame and should not be happening anymore.  At the same time, you're looking at health and social linkages, making sure the resources are in place for the post‑school supports whether it's from a community rehabilitation provider, another adult agency, through the State Vocational Rehabilitation Agency, through natural supports ‑‑ best yet, through natural supports.
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Finally, we have post‑school follow‑up, and this is again post‑school completion, two years and beyond in high school.  Where you're looking at, if the student is receiving supports from the community rehabilitation provider that those supports are in place, that they're enrolled in postsecondary education or receiving supports from disability campus services if that's appropriate.  That those supports are in place.  Again, we're talking about all this starting three years before they graduate.
So this is going to be the topic of conversation, so by the time they get to post‑school and they've transitioned ‑‑ because transition, as Laura said, is never, ever one specific point in time, ever.  It's not that time when the person walks across the stage and leaves secondary school.  That is not transition.
Transition is the years, the years.  And so the process unfolds over the years.
Okay, Laura, why don't you take us to the end?
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>> LAURA OWENS:  All right, I will be taking you all to the end.  
So, the biggest challenge that we want to challenge you all on the phone is that we want to change the entrenched culture and beliefs regarding employment for individuals with disabilities, getting rid of those myths of readiness and realistic and never.
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And part of that is remembering that there is no "dream job."  We're not looking for a dream job.  We're looking for jobs that will lead to the next job, that will lead to the next job, that will lead to the next job, that will ultimately lead to the career.  And there's a cartoon on this slide where a gentleman is laying on a couch and he's with a psychiatrist who's sitting there with a pen and paper next to him, and the gentleman says:  I had that dream again about meaningful employment last night.  And that's sometimes how I feel that individuals with disabilities feel, that they're just waiting for meaningful employment, and so that's our charge, is to help them with that.
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So when we look at transition and employment first practices, this is just to sort of sum it up.  These are all things that we've talked about.  Transition and employment services should not be seen as "programs."  They are services.  They are individualized services that we provide to students.
Once we start thinking about them as programs, then all of a sudden, somebody's not going to fit into that program, and that's where you get the readiness, realistic, and never, or somebody's not going to fit into that program and you need to create a new program for that person.  So we need to look at transition and employment services as services that we provide.
The presumption that all students can work, regardless of what other people say, regardless of their disability.  And there should be no more asking students:  Do you want to work?  But instead:  Where do you want to work?  And then it's up to us to help parse out how do we make that happen?
Providing job shadows, internships, volunteering, all different types of community involvement is going to help that student develop that exposure and motivation that's going to lead to the jobs, that will lead to careers.  And looking at school, after‑school, weekend, summer employment, all of those things that non‑disabled students do.  They work after school.  They work on weekends.  Summer employment.  And again, you have to be creative with it, because we understand that school personnel don't always work in the summer, and they don't always work on weekends, and they don't work after school.  So partner.  That's part of that interagency collaboration.
Partner with other groups so that you can make that happen.  And then if your school is lucky enough like Woody's school to have school‑to‑work opportunities for students without disabilities in vocational courses, shop classes, things like that, integrate students with disabilities into those same courses, so that they can be learning alongside their non‑disabled peers.
Slide 57  
So here are the 10 characteristics or best practices, although I'm not a fan of best practices, but state of the art practices for transition.  First and foremost, early planning.  As we've said over and over, it's not like when they're 16, bam, let's do transition planning.  It's not a single point in time.  It's something we should be doing for a lifetime.
Interagency collaboration, really burning those silos down and coming together as a community for transition.
Individualized transition planning, so my plan's going to look very different than Ann's plan.  Focus on integration and inclusion.  Making sure that students are part of their community, they're getting out into the community and people know them as individuals.
Number 5 and 6 are together:  Community‑relevant and community‑based instruction, so making sure that what you're teaching connects to the community.
Connect with businesses.  That's part of that interagency collaboration.
Number 8 is the most important because we know paid employment is the best predictor of post‑school success.  This one's really important, too, number 9:  Ongoing staff development.  While we're telling you all this, not everybody has the knowledge or skills, so be sure to get continuing education or go to conferences or bring in people to help you learn how to develop jobs or conduct discovery and assessment.
And then of course, monitoring and evaluation.  Always look at what you're doing, and make sure that what you're doing is meeting the needs of your students.
Slide 58

So we're done.
[Laughter]
So this ‑‑ this kind of sums it up actually what we already just talked about.  So 59 is actually the "done" one.  So you can move to 59

Slide 59

Slide 60

>> We don't have time for questions at this point.  But we really look to having you reach out to us.  
Slide 61
You can reach any of your ADA Centers.  You can reach us at Laura Owens and Ann Deschamps email addresses right there.  
Slide 62

You can reach the ADA Centers at 1‑800‑949‑4232, or you can contact the Mid‑Atlantic ADA Center.
Slide 63  
And if you're looking for credits, the certificate for participation, the continuing education code, is ABILITY.  Please consult your email reminder for further information on your continuing education credits.
And we thank you for joining us today.  We hope you have a great afternoon.
[End of webinar]
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