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Slide 1 
   >> MARIAN VESSELS:  Good morning or good afternoon. I am your host Marian Vessels with the Mid-Atlantic ADA Center. And we are here to present on the top reasons to hire an applicant with a disability.  
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About your host: TransCen, Inc. is a nonprofit: “Improving the lives of people with disabilities through meaningful work and community inclusion.” The Mid-Atlantic ADA Center is a project of TransCen and is one of the ten ADA Centers funded under the ADA National Network by the National Institute on Disability, Independent Living and Rehabilitation Research, in the Administration for Community Living, U.S. Department of Health and Human Services.  
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Here are some instructions for listening to the webinar today. If you are online please make sure your compute speakers are turned on or your headphones are plugged in. You can control the audio broadcast via the audio and video panel you will see up on the top left of your screen. If you have sound quality problems, please go through the Audio Wizard by selecting the microphone icon.
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To connect by telephone you can call 1‑857‑232‑0476 and the passcode is 368564.
Slide 5

  
    We do have realtime captioning today. To use it you can open the window by selecting the CC icon on the audio and video panel, and you can resize that window and change the font size and save the transcript.  
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On slide 6, we will be taking questions pending time allowed at the end of the session. In the webinar platform you can type and submit questions in the chat area text box which is at the bottom left of your screen or you will be able to press “control M” and enter text in to the chat area.  You are not going to be able to see the questions after you submit them.  But they will be viewable by the presenters.  

If you are connected by a mobile device, you may submit questions in the chat area within the app. Or you can also e‑mail us questions at ADAtraining@TransCen.org. 
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You can customize your view by resizing the white board where the presentation slides are shown. To make it smaller or larger by choosing from the dropdown menu located above and to the left of the white bar. The default is fit page. 
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You can also customize your view by detaching it and using your mouse to reposition to stretch or shrink. 
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If you experience technical difficulties you can use a chat panel to send a message to the Mid-Atlantic ADA center. You can e‑mail us at ADAtraining@TransCen.org or you can call us at 301-217-0124.
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This webinar is being recorded and you can access the archive within a few weeks. You will receive an e‑mail with information on accessing the archive. 
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We do offer certificates of participation. Please consult the reminder e‑mail you received about this session for instructions on obtaining a certificate of participation. You will need to listen for the continuing education code which will be announced at the conclusion of this session. We need to receive your request for continuing education credits by noon Eastern daylight time October 7th, this Friday.  
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It is my pleasure to introduce Laura Owens, the president of TransCen, Inc.  
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   >> LAURA OWENS:  That's me. I'm sorry. Thanks, Marian.


So we thought we would have a little fun with the Top Ten Reasons to hire an applicant with a disability by doing sort of a David Letterman take on top ten. 

We are going to start with the No. 10 reason for hiring an individual with a disability, and that is dependability and flexibility. Many employers are looking for employees who are dependable, meaning they will come to work when they need to work, and that they are flexible, meaning they will work when an employer needs them to work. Because we live in a global economy today, we have few or limited 9-to-5 jobs, and employers need people to work weekends or after 5 or before 9; studies have shown that employees with disabilities tend to want to work. So they will make sure that they are there on time and that will be doing work when they are there. And they also have lower absentee rates than individuals or employees without disabilities. 


And most of the time they will step up to the plate. They are very flexible. So they will be the first ones to rise to the occasion and say, you need somebody to come in on the weekend, I will be there, or to assist a coworker. So dependability and flexibility is the No. 10 reason for hiring an applicant with a disability.  
   >> MARIAN VESSELS:  We often find that people don't often think about people with disabilities as being able to step up to the plate. And so something as being dependable and flexible has shown to be a wonderful trait for people with disabilities. And you need to consider when you are looking at a person with a disability how they bring a ton of resources to the table, and including that dependability and flexibility ability.  
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   >> LAURA OWENS:  Absolutely. So No. 9, the No. 9 reason for hiring an applicant with a disability is employee engagement. We have this cute little cartoon that maybe I should just read because I think it is kind of cute. It is a Dilbert cartoon, it starts, “We need more of what the management experts call employee engagement,” and the boss says, “I don't know what the details are but, it has something to do with you idiots working harder for the same pay,” and Dilbert says, “Is anything different on your end?” and the boss says, “I think I'm supposed to be happier.” But, employee engagement does make employers happier.  
Employers report that hiring employees with disabilities actually contributes to morale. And oftentimes, persons without disabilities see an employee with a disability working with them in the same or similar job, and it just sort of boosts them up saying well, if that person can do this, then I should be able to do this.  
Also 80% of employers state that individuals with disabilities are as productive or more productive than their coworkers without disabilities. So employee engagement is really critical, and as an employer that's huge for me.  
And I want to tell a quick little story about how this really is the case.  I was working with a pita bread company and they hired a man with Down Syndrome on the assembly line and they had 72% turnover rate. And that’s because in a pita bread factory, the bread comes through the bakery and it goes to the assembly line and it never stops. People are constantly working and to take a break you had to have somebody take your place on the line and it was hard. They are standing on the concrete floor and they were doing the same thing over and over again. But when Perell was hired, their turnover rate decreased to 48% because he made it fun. He would laugh and joke and dance to the music that was playing and he would talk to the people and he would give them high-fives down the assembly line. He improved the overall morale that people had working on this assembly line and they enjoyed their job by having Perell there. 
   >> MARIAN VESSELS:  We often see that when people find there are lots more people with lots more challenges then they personally have, it’s like, wow, they think, if that person can do it, I can step up to the plate.  I can really make a difference. I can do my job better. And so as you indicated, it does increase everyone's enjoyment and satisfaction in the work because people feel more committed to working at a level that somebody else has attained in spite of maybe some tremendous odds.  
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   >> LAURA OWENS:  Absolutely. The No. 8 top ten reason is customer loyalty. A recent study showed that 87% of Americans would prefer to do business with businesses who hired people with disabilities.  That's a lot of customer base. We know that people with disabilities -- about one in four family members will have a family member with a disability and there are about 13 million with disabilities in our country. 


People with disabilities have tremendous buying power, not only them but family members and people who support them. So there is huge discretionary dollars and in fact, a study by the University of Georgia showed that of all the minority groups, people with disabilities were No. 4 in the amount of discretionary money that they had to spend with businesses.  I think also another important statistic is that 92% of consumers favorably reflect on businesses that are known to hire people with disabilities. So they will purposefully go to those businesses because they know that they hire people with disabilities. And oftentimes, when you have that customer loyalty it spreads. And so it is really important for us to remember that people with disabilities are customers. And their family members are customers, and the people who support them are customers. So, if you are a business you want to increase your customer base as much as possible.  

I have another little scenario on that one if you don't mind. Matt is a young woman that we worked with, and she is deaf and blind, has an intellectual disability and we were able to secure a position for her at Pizza Hut. So we created a position for her, but then the manager said, we would like her to see if we could have her stock the salad bar. And we thought well, she is blind and so that's going to be challenging because she is not going to know and she is not going to be able to read. And then we thought well, she doesn't know Braille but we could certainly teach her Braille. So we put Braille around the salad bar, and all of a sudden in that restaurant, every person who was blind in the community went to that particular Pizza Hut because they could go to the salad bar by themselves. They did not need anybody else there to tell them what was in front of them. So talk about customer loyalty, that was a tremendous example of that. 
   >> MARIAN VESSELS:  I have an example of that as well. I was shopping recently and a young woman had a button that said, “I sign.” And she said that she has been seeing more and more people come in who were deaf into this store because they learned that there was someone in the store that could help them, and she could use her skills that she learned in high school as an English or, you know, another language. And she was so proud of her skill set and that she was helping other people, but it increased their sales because the deaf community was willing to go there.  
   >> LAURA OWENS:  I think there is probably lots of stories like that. I think that customer loyalty should be up there in the number three or two range, but it’s number eight on our top ten list because there are so many more, but customer loyalty is really, really up there.  
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The No. 7 top ten reason to hire an applicant with a disability is performance, productivity. Research shows that there is actually no performance difference between employees with and employees without disabilities. And in fact, most employers report that employees with disabilities motivate workers without disabilities to increase their productivity to work a little harder, which sort of goes in line with the dependability and flexibility, but individuals with disabilities really work hard to make sure that their performance is the same or equal to that of workers without disabilities. And this has been I think a top ten reason forever. I mean, the DuPont study in the '90s indicated there was no difference in performance or productivity and today research is showing the same.  
   >> MARIAN VESSELS:  And often we hear that companies are worried about insurance rates and they say oh, so many people will have more accidents. You can't hire deaf people because they can't hear. Or somebody is blind because there is a greater risk and studies have shown consistently that there is no greater risk insurance wise or other to help people with disabilities on production floors, on crate areas where they are bringing in large boxes and things. There is no greater risk. So companies need to remember that studies have shown this now for over 30, 40 years, that the performance is absolutely similar. 
   >> LAURA OWENS:  And I think a prime example of this would be Walgreens. The Walgreens service centers have shown by universally designing their workplace and hiring workers with and without disabilities, their productivity is actually increased and it is better than any of the other workplaces that Walgreens has when they have done that. So yeah, I think even Walgreens demonstrated that more recently. 
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No. 6: Tax incentives. So when I'm working with a business, oftentimes people will say, you shouldn't be talking about tax incentives and that sort of thing, and saving money and time. And I believe we should talk about those things because that's what business is about. Business is about making a profit. And I used to think that profit was a four letter word. And I realized that without businesses making a profit, there would be no jobs for people with disabilities or any of us. So I changed my tune thinking, we need to talk about financial incentives. We need to talk about profit. We need to talk about the things that resonate with employers. 

And so we have to have tax incentives for people. We have work opportunities tax credit, so employers can get some tax relief when they hire somebody with a disability. There is the Disabled Access Credit, the Architectural and Transportation Barrier Removal tax credit, and I think these are all available. 

And then, on top of the tax incentives, there is working with your vocational rehabilitation counselor. There is on‑the‑job training funds so that will offset some of your initial costs, your initial investment when you hire somebody with a disability. I think it is important to remember that, you know, an employee with a disability goes on probation just like everyone else. And that is your time to discover what their skills and talents are, so those tax incentives can offset that probationary period where you are spending money training that person who may need a little more time to learn the job and to learn the requirements that are needed for that job.  
   >> MARIAN VESSELS:  And also, some of the things that folks don't know about tax credit, that for a small business that has less than 10 million, or 30 employees or, less there is some real benefits and not only for employees but for customers as well. So that you can pay for alternative formats for Braille, large print, devices to be able to share that information.  You can pay for sign language interpreters – that, many people don't know about -- which can be a costly experience for both customers and for employees. 

And so that's a real benefit in knowing that there is a resource out there for small businesses, and a lot of our business growth has been in small businesses. And we have also found that small businesses have a tendency to hire more people with disabilities. Many times they are more connected in the community and more willing to hire people with disabilities, thus kind of supporting using the tax credits and developing that brand loyalty, because people then come back and be able to see that a person with a disability is working there. And because there is more incentive financially for them to make those accommodations that are important to assure a successful placement for somebody with a disability, you are going to get rebates from the government. 
   >> LAURA OWENS:  And I think that's a good point because we talk about tax incentives for the employee with a disability, but again, if you have a customer base, many times those accommodations that you have made or those modifications on your facility that you have made will impact your customer base as well. So the customers now will be able to access.  

I worked with Best Buy and they hired two individuals who use wheelchairs. And the first thing they said was, everything is too high. And the aisles are too narrow and we can't find anything. So, the store manager, believe it or not, said okay, tell me what I need to do, and they rearranged that whole Best Buy in Virginia. And all of a sudden, again, increase in customer base because every wheelchair user in the area now could access and find what they wanted to find in Best Buy. So, you can use those tax incentives to offset some of those costs. So that’s a really great point.  
   >> MARIAN VESSELS:  Absolutely, and those tax deductions are for any company, any facility at all. And they can be used to remove barriers, so it’s making the bathroom accessible. Parking space is more accessible, and path of travel. And as you said, Laura, if you are making accommodations for an individual with a disability as an employee, it a lot of times spills out and applies to the customer base. 


And why wouldn't you want to make a universal setting so that it’s not only for wheelchair users but people with mobility devices, people with strollers. A lot of people are using scooters now. And don't forget that as Baby Boomers age, they are going to be acquiring more and more limitations, not walking as well, moving around as well, seeing and hearing as well. And they are going to have the most disposable income of any aging population we have ever seen. And they are pretty demanding and they are going to be wanting to be active and engaged, and spend the money. And business that provides that access and mirrors them in terms of having employees with disabilities is going to go a long way to encourage those dollars to be spent at your business.  
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   >> LAURA OWENS:  Absolutely. We are halfway through our top ten list. No. 5 top ten reason, slide 18, is return on investment.  I think we need to start talking business and ROI or return on investment is a business term and businesses need that. Again, it goes back to the tax incentive and goes back to make the profit for the business. Studies have shown that each dollar spent on reasonable accommodations in businesses, there is a gain to that business between 10 and 35 dollars in benefits. 


So, that return on investment is important for a business because a business is thinking okay, I am going to put this money out or change all these strategies and going to hire people with disabilities, then I don't get anything out of it. So what happens? No longer can businesses afford just to hire people with disabilities because it is good for the community or it makes them feel good. It really does impact their bottom line and employers have shown and studies have shown that it does impact their return on investment. And it is a pretty big return on investment even for small businesses. I would say probably particularly for small businesses.  
   >> MARIAN VESSELS:  And there is a lot of resources when we are providing reasonable accommodation. There is a great resource called the Job Accommodation Network that we will highlight at the end of this PowerPoint. But the Job Accommodation Network, funded by the U.S. Department of Labor, has for the past close to 30 years now, been providing resources for businesses and for employees with disabilities on how to provide accommodations and what are some of the most common ones.  

And they have a great index and ways to find it. They have got specialists who can talk with you on the phone. And so, the mystery of how to provide that accommodation for people with disabilities can be taken out when you have got a great resource that has been doing this for many, many years and has phenomenal ability to help you customize what your employee needs in your facility with your specific set of job requirements.  

So you don't have to be an expert, nor your employee, but there are other resources. Vocational rehabilitation also has tremendous ability to be able to assist you in accommodating that employee with a disability. 


And remember, when we are talking about employees with disabilities, we are not only talking about somebody who walks through the door or rolls or however they get in through the door, but also people who have developed disabilities. Many people develop a disability as they age or as an accident or through disability and medical processes. And so a person that may not have had a disability when they began working for you all of a sudden now becomes a person with a disability, and that can be very frightening for an employer as to, what I do. It’s a great employee but I have no idea how to accommodate them, and they may not know. So you have got tremendous numbers of resources out there. 


We also have the Assistive Technology projects, each state in the country has one. And almost all of them have resources such as a demonstration lab where you can go in and experience all different kinds of accommodations from very high end and costly to almost no cost or low cost kinds of assistive devices that will allow somebody to function in their job. And you can experience those there at the lab. You can talk to a consultant. Many even have lending libraries. They also have often low cost loans that you can use to purchase ones that you decide are going to be effective for you. So there is a tremendous amount of resources out there. All you need to do is reach out and ask for it.  
   >> LAURA OWENS:  Yeah, and at the end of the presentation, we have a list of all different types of resources. Another resource on the end that talks about the tax incentives and return on investment is ODEP, the Office of Disability Employment Policy. If you go to that website and then search for “tax incentives” or “return on investment” it will give all the information that you need and principle handouts that you can give to an employer that will help you explain to an employer what this looks like. And sometimes when you talk incentives to an employer they say, oh, that's the government. That's the IRS. I don't want to do any of those forms. And it is easy and well worth it in the end. So that’s another great reference for folks.
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So top ten reason No. 4, slide No. 19, increased profits. You can see this kind of goes along with our theme for 6, 7 and 8, tax incentives, return on investment, increased profits. But many employers who have hired individuals with disabilities have seen a positive impact on their bottom line, not just because of tax incentives but because of a variety of reasons.  Individuals with disabilities tend to stay longer, so it decreases recruitment cost and advertising costs. Hiring a diverse work group can create better solutions to business challenges that might occur. So in the end, the business profits overall increase customer loyalty, increase customer base, all on the bottom line to increase profits for a business.

And I think that because so many large businesses like Best Buy, like Walgreens, like Lowe's, Home Depot, the big box stores have bought into this, realizing, I could do better if we hire people with disabilities. And I think, too, from the smaller businesses that we have worked with, they have really shown this really does benefit their overall business. So increased profits, that's what business is all about and really by hiring people with disabilities through all of these customer loyalty tax incentives, return on investment, really raises your bottom line. 
   >> MARIAN VESSELS:  When we talk about increased profits, one of the things that we need to think about is that people with disabilities are incredibly creative. They don't by nature come necessarily as a creative person. They may not be creative in the arts or whatever, but for those of us with disabilities, the built environment, the website environment, many other environments are not necessarily designed for us. And so we by nature have to be very creative in order to do what we do on a daily basis. We do things differently sometimes than many other people Will. So because of that, we have a tendency to think outside of the box a bit more because we have to do that on a daily basis. So we can bring that into the workplace and look at ways, you know, as Laura mentioned about making wider aisles that made it easier for everyone, a universal design. A lot of people with disabilities have a lot of creative thought processes that they can show you maybe how to do things differently.  

When we worked with a company that said they were hiring a bunch of people with disabilities at the time to work in a garden center and they were going out and planting and there were people with intellectual disabilities. And the horticultural names, the Latin names were too long and the even shortened names were frustrating for folks, so they developed a color code. Each of the plants had a color code and then they mapped it out with a color code. And it became very easy. Well, their accuracy rate increased exponentially because everyone figured out what color was the plant. And there were less mistakes because it was so easy and graphic. So people weren't worried about the chemical name. They were worried about the color and where that color went in that specific planting area. So it was a great example of how people were creative because they had to accommodate somebody with a disability and they thought outside of the box and what works. Well, what worked made it so much better and so much more effective for everyone.  
   >> LAURA OWENS:  Absolutely. And I think that happens a lot. I think that's a great story.  
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No. 3, slide 20, untapped labor pool. Employees with disabilities can truly ease the concerns about labor shortages. We talked about labor shortages before our recession hit us, and we talked about Baby Boomers retiring and the fact is that unfortunately, Baby Boomers had to go back to work. But now, Baby Boomers really are going to be retiring. So employers are now thinking about what's going to happen. I still need employees. And college students only go so far. So employees with disabilities are truly an untapped pool of labor for businesses that we tend to not think about. And I think part of it, too, is that employers don't know where to go. They don't know ‑‑ how do I reach out to the disability community? And I think the first thing is to contact your vocational rehabilitation agency in your state because every state has that. And then they can refer you to individuals who are qualified to meet the needs of your business. I think it is really important that we remember that we really have an aging population right now. And so we don't have a lot of people coming up the ranks to fill those positions.  

I was just doing a presentation in Wisconsin yesterday where I showed a map of the state and over three quarters of the state by 2025 is going to be over the age of 60. Those are people who are not going to be staying in the workforce much longer. So this idea of tapping into this new pool of labor is important. 


And employees with disabilities tend to show up on the job. And they tend to have the characteristics that employers need which is reliability, dependability, flexibility. They want to work. They want to stay in a business. They don't want to move around to other businesses. And they often have a can do attitude. But like with any population, some people with disabilities may move on to other positions because their first position isn't what they want. So we have to be realistic about that. But I think that for the most part, individuals with disabilities take pride in their work and it is a labor pool that businesses should reach out to. 
   >> MARIAN VESSELS:  And also because there are such great programs now through not only vocational rehabilitation, but the Office of Disability Employment Policy, the Department of Labor has project EARN, and other companies you may find in your local communities. Some organizations like United Cerebral Palsy, multiple sclerosis, any number of private non-profit companies, they are going to be looking to place people with disabilities in your communities. So there are a variety of entities that may be able to provide you with a trained workforce that are looking for good skilled jobs. 

Many universities and colleges also have specific disability placement programs. Students with disabilities in high school in looking to transition are looking for mentoring positions and work offsite during school days so that they can learn a skill. So there are many opportunities for even hiring or volunteering students with disabilities to get experience in the workplace. And that may be a great way for you to be exposed to people with disabilities through some of these programs that might provide you an insight into the great value of people with disabilities in your workforce. 
   >> LAURA OWENS:  Yeah, and I think that's a good point to reach out to the universities because I know that many universities have disability services but often are not connected with the career services. And I think that there are many individuals with disabilities who graduate college who don't get employment afterwards because they don't know how to navigate that world, or people make assumptions about them. 

And I think it is important in looking at people with disabilities, looking beyond that person having a disability. Looking at them for their skills, what they can offer to the business, and sometimes customizing opportunities for people and thinking to yourself, what's not getting done in my business that needs to get done that I could possibly hire somebody with a disability to get it done? Because the reality is, we all are supported employees and we all have customized jobs. So why not do that with an individual with a disability. They may not meet all your criteria, but they will eventually meet the criteria that you need. I think that's really important as well. 
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Reason No. 2, slide 21, job retention. Again, the research is really clear on this that many workers with disabilities demonstrate a high degree of loyalty to businesses. They want to stay on the job. They don't want to move from job to job, from employer to employer. This reduces turnover, obviously, which will help the bottom and help with profits and return on investment. Your custom loyalty, because people will be there, and it will add stability to your workplace. So job retention, I think, is a really high reason to hire people with disabilities because most individuals with disabilities want to remain with the business and not move from business to business.  
   >> MARIAN VESSELS:  Absolutely. I think many people know the reality of the unemployment rate for people with disabilities is very high. And so the risk of leaving a job that you really like to try something maybe a little different may not be as appealing for somebody with a disability because they know they may be lower on the totem pole to be hired somewhere else if that next job does not work out. Many people will work very hard and stay very engaged because they know how critical it is and want to be engaged and want to be in the workforce. 


You know, we hear lots of people with disabilities, you know, may be happy living on Social Security or whatever, and studies have shown that's not the case. That people with disabilities as a whole really want to work and want to be given the opportunity to. So when they get a job, they may value it much more than someone else who feels, I can get a job anywhere.  And the reality is for many people with disabilities, they are not convinced of that. So they are going to make a go of what they have got and work really hard to stay in that position. 
   >> LAURA OWENS:  And for many people with disabilities it is not just a job, it is the workplace culture. It is the social capital that they build while they are there and the friendships. It is much more than just having a job or collecting a paycheck. So I think that is another reason for job retention as a No. 2 of our Top Ten Reasons.  
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Finally, our No. 1 reason to hire an applicant with a disability, slide 22, is that everyone benefits. Everyone wins. When we shift our focus to the skills and passions of an individual versus their deficits and what they can't bring to our company, looking at the positives, looking at what people can bring, it increases the benefits for management, customers, coworkers, the whole society. Because the reality is, like Marian said, people with disabilities don't want to just sit at home and collect their Social Security.  They want to be part of their community. They want to be contributing members to their community and our community quite frankly needs them as well. So everyone wins when people with disabilities are in our workplace, working alongside the rest of us.  
   >> MARIAN VESSELS:  Absolutely. I think all of us see that when people with disabilities are in the workplace, it reminds us of the fact that one in five people have declared through a census survey that they have a disability. So that's those that are declared, not necessarily those that have a disability. Because, how many people necessarily will raise their hand at the Census Bureau and say, I have a disability. Not as many. We know that one in five has already declared that. 


So we know there is lots and lots of people with disabilities in our families, with our friends, in our communities and our religious organizations. And we want to work in a place and shop in a place that looks just like us, our family and friends. And the more that people are integrated into the workplace and we want to be able to support them, it is a win‑win situation. And we have shown you that there is a ton of resources and supports out there to be able to assist you in moving to that next step.  
   >> LAURA OWENS:  Right. There is lots of supports available and that's another benefit, is that we have lots of resources for employers to really figure out ways to open up their doors to employment.  
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   >> MARIAN VESSELS:  And speaking of resources, I would encourage all of you to send your questions in. We are more than happy to answer them and discuss them. We are going to talk a little bit about some of the resources that we have been referring to during today's session.  
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TransCen, I am going to have Laura talk about what TransCen does.  
   >> LAURA OWENS:  TransCen is a national organization to improve the lives of people with disabilities through meaningful work and community inclusion. Our job is to research state of the art practices in the world of employment and transition. Also to provide training and technical assistance to employers and organizations that want to figure out ways to expand opportunities for employment to individuals with disabilities, and we also help people with disabilities find jobs. So all three of our divisions kind of work together so that we can demonstrate what we are training about, that we can research what we are actually doing with people with disabilities to be able to show what works and what employers are saying. So many of these top ten lists came from our research.  
   >> MARIAN VESSELS:  And someone just texted us that they love our Top Ten. 
   >> LAURA OWENS:  That's great. Thank you.  
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   >> MARIAN VESSELS:  We have the list of Top Ten. There is a handout that's on the website where you got the information on the webinar today. So we encourage you to go back and check out those resources and you can download that Top Ten fact sheet and use it. We encourage it. 

The ADA National Network that I alluded to, the Mid-Atlantic ADA Center, is one of ten regional centers. We are funded by the U.S. Department of Health and Human Services, and we provide information and guidance and training on the Americans with Disabilities Act. You can see the map on the slide that shows each of the ten regional centers and where we are located. 


In the Mid-Atlantic region we cover from Delaware to Virginia and include Pennsylvania, Virginia, West Virginia and the District of Columbia, as well as Maryland where we are located. As a regional center, we know resources and entities within our communities that we can assist you in helping find resources for you for providing accommodations, for finding employees, but most importantly, we know how to assist you in being able to navigate the process of posting your jobs, how to interview a person with a disability, what the Americans with Disabilities Act says about the employment of people with disabilities.  
We have a great online course that is certified for study for human resource management and human resource professionals, it is a three‑hour employment course. It is free. You can start and stop it at any point. We have all kinds of resources and handouts that will assist you in the process.  
Should you have any specific question, we encourage you to visit our website which is ADAta.org, which is the national website and check out those materials. Or you can call us at 1‑800‑949‑4232 and it will route you to your regional ADA Center. And there, you can ask us any question along any lines of the ADA. 
So we can talk to you about how to make your bathrooms fully accessible, where to put those grab bars and where to hang the mirror, and how wide that door should be, and what the parking space should look like.  We can talk to you about the interactions between the Family Medical Leave Act and workers' comp and other laws and how it applies to the ADA. We can talk to all kinds of aspects of the interrelationship of the ADA, as well as how it applies to your specific business and give you resources and strategies to move on to the next step.  
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As I mentioned here in the Mid-Atlantic region we have a newsletter and e‑bulletin. We encourage you to log on the website ADAinfo.org and to sign up. Doesn’t matter if you are in our region or not, we encourage you to engage with us or click on your local ADA Center on the map before and you will get connected to your regional ADA Center. All of the centers have a lot of customized information for their center's region.  
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You heard us talk about the Job Accommodation Network. As we said it is a fabulous resource. The website is AskJAN.org. It has got a ton of resources, they have specialists, they are rehabilitation technologists. So they have got tremendous background and skills in being able to assist you in navigating the provision of services for people with disabilities as they need to be accommodated throughout their work environment, and sometimes it is not just one shop. Sometimes you will try something and it doesn't work, and you’ll need to go back to the drawing board. They are going to be there to support you, with all kinds of lists of different things. So if one thing doesn't work, maybe another thing will. And as we know technology continues to change on a daily basis. And they are going to be able to help you and support you in finding those resources. 
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I mentioned EARN, EARN is the Employer Assistance and Resource Network on disability inclusion. And they can walk you through the process of recruiting, hiring, retaining and advancing people with disabilities.  

One of the things that we didn't talk about is the advancement.  Many individuals with disabilities find that there may be a glass ceiling because people feel oh, well, they are doing well. We are not going to challenge them. So there can be a glass ceiling, and there is strategies to learn how to provide additional support for people with disabilities to break through that glass ceiling. And they, too, can help you find resources for hiring people with disabilities within your community. And they have a great website and great specialists and technicians that will answer your questions as well. 
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We mentioned that the Department of Labor Office of Disability Employment Policy. As Laura indicated, they have got a lot of really wonderful resources. The Job Accommodation Network is a part of their portfolio. EARN is part of their portfolio. But they have a lot of other resources that are available to you. So check out their website at DOL.gov/ODEP and you will be able to find resources on providing accommodations and employing people with disabilities. 

We have pictured their home page. And you will notice that there is a poster at the very top of that page. It says “inclusion works,” and we encourage you to check out the National Disability Employment Awareness month campaign that started this October first goes through the month of October. And every year for the past four decades, we have celebrated the inclusion of people with disabilities in the workplace. And we are especially proud here at TransCen because one of those pictures shows two of our employees, one of them with a disability. And we are particularly proud of resources here at TransCen being highlighted as a great employer of people with disabilities. So think about how you can celebrate the National Disability Employment Awareness month and looking at how inclusion works.  
   >> LAURA OWENS:  I want to add on that site they have all kinds of information. They have posters. They have PSAs. They have sample public service announcements. All kinds of things that you can use for yourself. 
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   >> MARIAN VESSELS:  On slide 30, the U.S. Business Leadership Network. You can find it at USBLN. It is a business-to-business resource that will provide information and resources to businesses who are promoting the inclusion of people with disabilities. They have many affiliates throughout the country. And we would encourage you to find your local BLN and become a member. 
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This is a very exciting campaign. On slide 31, “What Can You Do? The Campaign for Disability Employment.” And it is a wonderful campaign.  And you notice the “you” -- it is challenging all of us as to what we can do to assure that people with disabilities are employed. And we encourage you to check out this campaign. It is a great way to get your work site involved in encouraging people with disabilities.  
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    We have got a lot more resources listed on the next few slides. We talked about the state vocational rehabilitation agencies. Those resources are there. There is a Council of State Administrators website for VR. We talked about the wonderful resource, the state Assistive Technology Projects. Please go on and check out your state and become familiar with it. They have got wonderful resources. There is resources on providing electronic accommodations for the Federal Government. 
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On slide 33, there is the National Organization on Disability. There is a disability employment initiative called the DEI. Department of Education has a Disability Employment 101. There are centers on transition that might be of interest to you. 
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There is a Workforce Innovation technical assistance center (WINTAC), also the Kessler Foundation, and other diversity and inclusion resources that EY, or Ernst and Young, has developed, as you find on slide 34.
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If you have questions about the PowerPoint that we did today, we would encourage you to check out the ADA National Network. If you have questions about this presentation, you can reach us at TransCen or the Mid-Atlantic ADA Center. We will be offering a webinar if you go on to ADAta.org on October 27th and we encourage you to join us. The EEOC in talking about hot topics and reasonable accommodation. It is 2 to 3:30 p.m. Eastern daylight time. We would encourage you to join us and learn more information about hot topics and reasonable accommodation. As you learned from our session today there is a lot of interest in the accommodation process.  

And we encourage you to ask questions.  

One person said I missed the resource for self‑training in human resources. If you go on to ADAinfo.org and you can do on‑demand training and you will find the course there for the employment online course. It is about a three hour course that will provide you information and resources on the ADA.  
  
We want to make sure that people know about the tax incentives.  You can go on to AskJAN.org, the Job Accommodation Network or on to ODEP, the Office of Disability Employment Program and each of them will have links. On our website we have quick tips which is a half sheet, and we encourage people with disabilities to use that and share with businesses they go to. It is a great cheat sheet for businesses to use as well. So there is lots of resources in being able to find accommodations that are going to be provided through a tax credit or tax deduction on businesses' income tax. And we have posted on the chat room our quick tip fact sheet on employment and tax deductions. 


One of the questions that we had people ask about is, what kind of resources are available for a business to assure that they are meeting the compliance of the ADA. One of the things that we have told you about is that you can call the ADA Centers and we can provide you that customized answer for questions that you have. So we are not going to just quote you the law, that may be some other federal agencies might. But we really help you interpret it. We use plain English. And we walk you through the process and then we will provide you guidance on how the ADA is practically applied in your business. On our website as well we have an employer portal and that employer portal can be found on the home page when you go under employment. And they will walk you through a lot of very customized resources that are available to businesses around providing those accommodations to people with disabilities.  
   >> LAURA OWENS:  Does anybody have any other questions for us?  
   >> MARIAN VESSELS:  We have also provided the link to the ADA employers' guide on the chat room as well. 


Another question asks about the reasonable accommodation process. Many businesses are concerned about how to engage a person with a disability and what kind of questions can I ask. And that's a really good question and it is somewhat complicated about when you should be asking. You certainly cannot or should not ask during the interview process.  The interview is designed to be able to facilitate whether someone's qualified or not and we look at their qualifications with or without an accommodation. After you have offered them the position then you can explore what kind of accommodations are needed. You can do a physical, any kind of other kinds of discussion about their qualifications and their ability to do the job and what kind of accommodations they may need.  
   >> LAURA OWENS:  Yeah, and I think that it's important to remember that only about 10% of people with disabilities actually require an accommodation on the job. We make an assumption many times as employers that because you have a disability we have to knock down walls and redesign the job. That's not the case. We said earlier, people with disabilities are very creative. They live with their disability all their life.  They have accommodated themselves. That is often brought in to the workplace. It is important not to get caught up on oh, my gosh, I am going to have to figure out how to include this person or accommodate this person on the job. I think that's a great question. But keep in mind, many people with disabilities accommodate for themselves automatically. 
   >> MARIAN VESSELS:  And can also bring things that they have already used at home into the workplace but again, it is that creativity. 
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We want to make sure that you get the Certificate of Participation.  The continuing education code for this session is “Inclusion Works.”  Please consult your webinar reminder e‑mail message for further information on receiving continuing education credits. 


We have somebody who commented that many accommodations are in the workplace policies already, many businesses. And in fact, one of the things that we found for a good business practice that we often talked about is that having a general fund as many companies is as a good business practice. So some of those accommodations are structured in the employee handbook and resources that provide that kind of support for people with disabilities in the workplace.  
   >> LAURA OWENS:  So we hope that you go and check out the Top Ten Reasons and print it out and pass it around to everyone you know because we believe firmly that people with disabilities should work regardless of their disability. We hope this month that we will engage employers in this discussion and use this material to help you open the doors for people with disabilities and employment.  
   >> MARIAN VESSELS:  We appreciate you for joining us today. We hope this information was helpful. If you have any questions, please feel free to reach out to the Mid-Atlantic Center, your regional ADA center or TransCen, and we are happy to help you move to the next phase of full inclusion of people with disabilities in your workforce. Thank you for joining us and we hope you have a good afternoon. 
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