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Corporate Culture Defined

e Collective way we do things around here

e | earned set of behaviors that Is common
knowledge

— Behaviors are based on shared system of
meanings which guide employees perceptions,
understanding of events and what one pays
attention to




Inclusive Culture Elements

Engages employees at all levels

Leadership sets clear purpose, values and
accepted behaviors
Strong culture has teeth

— Rids employees that don’t demonstrate the
desired behaviors

High performing organizations periodically
revisit their core values to make sure they
are still relevant

Education and accountability at all levels




Common Themes

Leadership commitment to diversity

Strategic inclusion (recruitment, employment,
retention, ERG, supplier diversity, technology,
market share)

Volunteerism as an emerging best practices that
touches marketplace, workforce and community

Accommodations as productivity tools &
universal design

Employee Business (Resource) Groups -PWD &
cross pollinating

Employee engagement-disablility touches everyone
Disablility awareness & etiquette training


Presenter
Presentation Notes
In summary – this is what we see in leading companies: (pick out a few to highlight)


Results of Inclusive Culture

ldentified as the best place to work

Become well known among prospective
employees

High level referral rates and ideas for
iImproving the business - Innovation

High retention and loyalty of employees
and customers




Disability Disclosure: What
Employers Should Know

Results of a survey by the Employment and Disability
Institute (EDI) at Cornell University and the American
Association of People with Disabilities (AAPD)

Research conducted under the Rehabilitation Research and Training Center on Employment Policy for Persons with Disabilities at
Cornell University funded by the U.S. Department of Education National Institute on Disability and Rehabilitation (NIDRR) Research
(Grant No. H133B040013). Support for presentation provided by The Rehabilitation Research and Training Center on Employer
Practices Related to Employment Outcomes Among Individuals with Disabilities at Cornell University funded by the U.S. Department of
Education, National Institute on Disability and Rehabilitation Research (Grant No. H133B100017)

The contents of this presentation do not necessarily represent the policy of the Department of Education or any other federal agency,
and you should not assume endorsement by the Federal Government (Edgar, 75.620 (b)). The views presented are not necessarily
endorsed by Cornell University or the NIDRR.



Importance of Disclosure Issue

for Employers:

ldentified as the best place to work
Increase awareness of where accommodations may

Imp
ndi

rove employee productivity
cator of employee comfort level with sharing

personal information
mproved measures of workforce diversity

representation

Fed
Em

eral Executive Order 13548 -- Increasing Federal
nloyment of Individuals with Disabillities

Pro

nosed Rule to revise Section 503 of the
Rehabilitation Act

Emerging Employment Issues for People with Disabilities: Disability Disclosure, Leave as a Reasonable Accommodation, Use of Job Applicant
Screeners by Sarah von Schrader, Valerie Malzer, William Erickson, Susanne Bruyere._http://digitalcommons.ilr.cornell.edu/edicollect/1288
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Indicate workplace climate for inclusiveness

Some of these employers are being faced with new demands, particularly federal employers and federal contractors, to affirmatively hire and retain individuals with disabilities. 

Federal Executive Order 13548 -- Signed in 2010, Calls for additional 100,000 individuals with disabilities to be employed by the Federal Government over 5 years.

We are currently in the comment period for a Proposed Rule to revise Section 503 of the Rehabilitation Act.

The proposed rule focuses on federal contractors and lay out considerably higher expectations related to the employment of people with disabilities, suggesting that 7% of their workforce be people with disabilities. 

Under the proposed regulations, Federal contractors would survey candidates and employees annually to track their success in meeting this goal. The ability to do meet this goal to some extent hinges on individuals being comfortable with disclosing their disability in an employment situation. 

However, in our conversations with employers we found that many did not really understand what the barriers and motivations might be for individuals with disabilities. 

The disability disclosure decision is really complex, and may not be in the best interest of individuals to disclose in employment situations. Employers need to understand these barriers and motivations in this decision making process, if they are going to address them.



“Very important” factors
when deciding to disclose a
disability to an employer

Persons with a disability
(N=598)

Need for accommodation 68.2

Supportive supervisor relationship 63.5

Disability friendly workplace 56.8

Active disability recruiting 50.5

Knowing of other successes 49.9

Disability in diversity statement 48.9

Belief in new opportunities 40.7

Emerging Employment Issues for People with Disabilities: Disability Disclosure, Leave as a Reasonable Accommodation, Use of Job Applicant
Screeners by Sarah von Schrader, Valerie Malzer, William Erickson, Susanne Bruyére._http://digitalcommons.ilr.cornell.edu/edicollect/1288
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Survey was disseminated to affiliates of:
AAPD
SAHMSA – Substance Abuse and Mental Health Services Administration

A total of 780 participants completed the survey.  Additionally, 101 participants started the survey, answered at least one question, but did not complete it. Approximately 1/3 of respondents were came through SAMHSA affiliates and the rest through AAPD.

*************************
Survey was open to both people with and without disabilities, but we will focus our findings today on people who self-identifies as a person with a disability

More than half identified themselves as a “disability advocate”
More than one in four were a disability service provider
More than two-thirds of respondents were female and most were over 45 years old. 
Overall, respondents were highly educated with more than two-thirds with a college degree.  
More than half of the respondents with a disability said that they had received Social Security disability benefits
Just under two-thirds of respondents with a disability were employed. 
Respondents reported a variety of health conditions. Interestingly, half of people with a disability reported having mental/emotional health conditions, not surprising given the survey promotion through SAMHSA.

*****************************

It should be noted that the respondents are not a representative sample of any particular group, for example, people with disabilities or AAPD members. We are not attempting to make inferences about any particular group, but we do believe that the experiences that have been collected from those who chose to respond are valid and important to share. These voices may help us better understand these important issues by highlighting the perspectives of those who have related experiences.

********************
The first section of the survey asked respondents to rate the importance of various factors in the decision to disclose (or not disclose) on a scale from 1 - not at all important to 5 - very important. 

About two thirds of the respondents with disabilities rated the “The need for an accommodation to perform a job or to take care of a health condition during working hours.” and “An open and supportive relationship with one's supervisor.”
as being very important (see Appendix A for the full text of each item).  

However the context of the workplace was important, with high ratings for having “Knowing the employer has made concerted efforts to create a disability inclusive/friendly workplace.”  and “knowing that the employer was actively recruiting and hiring people with disabilities”.  

Nearly half said it was very important to know “that other employees had disclosed their disability and were successful in the workplace.” , and that “disability was included in the diversity statement”. 40% said it was very important to believe that “disclosure will lead to new opportunities for promotion or training” 

[q1a] The need for an accommodation to perform a job or to take care of a health condition during working hours.
[q1b] An open and supportive relationship with one's supervisor.
[q1c] Knowing the employer has made concerted efforts to create a disability inclusive/friendly workplace.
[q1d] Knowing that the employer is actively recruiting and hiring people with disabilities.
[q1e] Knowing that other employees had disclosed their disability and were successful in the workplace. 
[q1f] The existence of a disability employee resource group (affinity group).
[q1g] The belief that disclosure will lead to new opportunities for promotion or training (e.g., programs to advance employees who are members of diverse groups).
[q1h] An employee with a disability recruiting at job fairs or campus recruitment events.
[q1i] A statement on recruitment materials inviting applicants with disabilities.
[q1j] A message of disability inclusiveness on the company's website or promotional materials (e.g., pictures of people with disabilities).
[q1k] Disability is included in the employer's diversity statement.
[q1l] Other [q1_spec1] (please specify)
[q1m] Other [q1_spec2] (please specify)


**********************************
Additional areas of importance
Company offers flexible work opportunities
Disability awareness/anti-stigma training offered to all employees
“HR personnel who are familiar with disabilities, accommodations and understand it is a goal for companies.” 
“Knowing the employer has a fair system in place to resolve complaints.”
Accessible workplace building and facilities
Organization supports diversity more generally
“Data presented on hiring and promotion of people with disabilities”
“Participation and support by employers in community awareness events/activities”





“Very important” factors when
deciding to NOT disclose a disability
to an employer

Persons with a disability
(N=598)

Risk of being fired/not hired 73.0
Employer may focus on disability 62.0

Risk of losing health care 61.5
Fear of limited opportunities 61.1
Supervisor may not be supportive 60.1
Risk being treated differently 57.8
Risk being viewed differently 53.8
No impact on job ability 44.0
Desire for privacy 27.9

Emerging Employment Issues for People with Disabilities: Disability Disclosure, Leave as a Reasonable Accommodation, Use of Job Applicant,
Screeners by Sarah von Schrader, Valerie Malzer, William Erickson, Susanne Bruyére._http://digitalcommons.ilr.cornell.edu/edicollect/1288
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Nearly three quarters of people with a disability rated “Concern about being fired or not being hired” as very important. 

This was followed by 
“Concern that the employer may focus more on the disability than on actual work performance/abilities”, 
“Concern about losing or not receiving health care benefits.”
“Fear that opportunities for promotion will be more limited.”

More than half rated:
Concern about being treated differently by supervisor/co-workers 
Concern about being viewed differently by supervisor/co-workers.
as a very important factors

A belief that the disability does not have an impact on the ability to perform the job.

“A desire to keep the disability private.” was only rated as very important by just over a quarter of respondents

A few other factors were added by respondents in the open ended opportunity to rate additional factors; most were concerns that fit into the factors listed in the table. Many respondents highlighted the concern over being treated differently, particularly emphasizing a concern over co-worker attitudes and fear of bullying by other employees – e.g., “Once the disability becomes known, the workplace becomes "unfriendly."  

Others had concerns that employers may not understand the laws protecting people with disability from workplace discrimination. 



Themes that were found

IN rESPONSEesS

1. Timing of Disclosure
2. Supportive Workplaces

3. “Disability i1s Part of Who | Am”

a. Gauging Employer Acceptance
b. Desire for Honesty
c. Educating Others

4. Not Being Hired Or Being Fired
5. Workplace Harassment and Bullying
6. Losing Promotion Opportunities



Creating an Environment that
Encourages Disclosure

Demonstrate disability inclusiveness through:
— Actively recruiting people with disabilities

— Conducting disablility awareness training for
staff

— Enacting flexible workplace policies
— Having fair systems to address complaints
— Creating accessible workplaces

— Fostering supportive supervisor-staff
relationships

— Including disability in the diversity statement

Emerging Employment Issues for People with Disabilities: Disability Disclosure, Leav a Reasonable Accommodation, Use of Job Applicant

, Leave as
Screeners by Sarah von Schrader, Valerie Malzer, William Erickson, Susanne Bruyére._http://digitalcommons.ilr.cornell.edu/edicollect/1288




Creating an Environment that
Encourages Disclosure

Avoid:
— Focusing on disability

— Treating employees with disabilities differently in
relation to:

* Interpersonal interactions
* Opportunities for advancement
e Performance reviews
* Hiring/termination

Emerging Employment Issues for People with Disabilities: Disability Disclosure, Leave as a Reasonable Accommodation, Use of Job
Applicant Screeners by Sarah von Schrader, Valerie Malzer, William Erickson, Susanne Bruyére._http://digitalcommons.ilr.cornell.edu/edicollect/1288




Access to Full Text
of the Report

Emerging Employment Issues
for People with Disabllities:

http://digitalcommons.ilr.cornell.edu/edicollect/1288




Resources

« ODEP (USDOL.GOV/ODEP)

— Great PSA's:
 WhatCanYouDoCampaign.org

— ERG Resources
o AskEARN.org/docs/ERG_Toolkit.pdf

— Disability Etiquette
o AskJAN.org/topics/disetig.htm
e US Business Leadership Network (USBLN.org)
« National Organization on Disability (NOD.org)

 Employment and Disability Institute (EDI) —
(ILR.CORNELL/edi)



C5 Consulting, LLC

Our Mission

C5 Consulting helps organizations change their culture to
include people with disabilities in the workforce to ensure
diversity and business success

Our Services

Private and Public Sector, Community Based Organizations,
Government, Business Leadership Network Affiliates

Contacts
Martha Artiles
Martha.Artiles@ConsultC5.com

Katherine McCary
Katherine.McCary@ConsultC5.com
www.ConsultC5.com




USBLN
iInclusive Workplace
Culture

Alicia Wallace

WellPoint, Inc

EEO Program Consultant &
Disability Outreach Manager
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Alicia cover slides 1-14
Jamison cover slides 15-29


Our 1-Minute Infomercial

 WellPoint is one of the nations leading health benefits
company serving the needs of 34 million members
- nationwide.

> « WellPoint is included in the S&P 500 index.
=<, e One in nine Americans receives coverage for their
“*%  medical care through WellPoint's health plans.

% « WellPoint is Indiana domiciled and is a Blue Cross or
Blue Cross Blue Shield licensee in 14 states:
California, Colorado, Connecticut, Georgia, Indiana,
Kentucky, Maine, Missouri, Nevada, New
Hampshire, New York, Ohio, Virginia, and Wisconsin.
= * We offer a broad range of medical and specialty
’ products.

« 2" Jargest Fortune 50 company with a female
President and CEO. Number 34 on Diversity Inc’s
2012 Top 50 Companies for Diversity.




Our Strategy . . .

OUR MISSION

* Improve the lives of the people we serve
and the health of our communities

OUR OBJECTIVES

e Create the best health care value in our
industry

» Excel at day-to-day execution

« Capitalize on new opportunities to drive
growth

OUR CORE VALUES

e Customer First

* Integrity

» Personal Accountability for Excellence
 One Company, One Team

e Continuous Improvement




Facts about People with Disabilities

* People with disabilities are the largest and fastest growing
minority group in the world, representing over 750 Million
iIndividuals.

 There are more than 54 million people with disablilities in the US.
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6% of children 5 to 15 have disabilities
41% of adults 65 and older have disabilities 
12% of people 16 to 64 have disabilities
In the U.S., this segment of the population has surpassed the Hispanic population by 5% and represents approximately 15% of the U.S. workforce.
This is the only minority group that we can all eventually join… any time.
Emphasis on the fact that many disabilities are invisible.  


http://sharepoint.auth.wellpoint.com/sites/employmentbrand/Image Library/791ba356-SUPERHIGH-23740543.jpg

Common traits for Diversity Inc’s
Top 50 Companies
(specific to disability)

e They have a program to recruit people with disabilities

e They offer telecommuting (flexible work schedules,
etc.)

e They offer dependent-care benefits
e \Website includes images of people with disabilities

e Have Employee Resource Groups for people with
disabilities


Presenter
Presentation Notes
Quick Statistics  According to Diversity Inc there were a few common themes specific to disability that the companies in their Diversity Top 50 have. We are number 50 on the list and all of the traits are items we also do. 


Four Distinctive Segments

e Adults with Disabilities
= 54 million+

« Maturing Workers with Age-Related Disabillities

= 76 million baby boomers. Approximately 40% over
65 will develop an age related disability.

e \Veterans with Service-Related Disabilities

= Between 10/01 - 2/08, more than 30,000 veterans
returned home with service-connected disabllities.

e Associates who have Children & Other
Dependents with Special Needs

= 23 Million parents have at least one child between
the ages of 5-16 with a disabillity.



Business Integration

« Compliance Support

 Human Resource

» Retention, Recruitment, Training
» Employee Benefits/Benefit Guidance

Accessibility Systems
» Website / Communications / Locations

Resource & Referral
» Case Managers
» Wounded Warrior / Disabled Sports USA
» Work-Life Support

Organizational Readiness & Training
» Communications (internal / external)
» Interpreters / Closed Captioning
» Productivity Tools
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Presentation Notes
Compliance support – partner with ABLE members to assist with audits to identify best practices for support of ind with disabilities.  Hr and compliance support.

Accessibility systems–  ABLE assist with best practices to support HR communications and capabilities to ensure usability and solutions are practical.

Resource/Referral -  We look for ways to create volunteer opportunities with wounded warrior/dsusa, advocate for healthy lifestyles and look for opportunities with case management in the organization to support work/life  initiatives such as the benefits of staying  at work.

Organizational readiness and training – ABLE is a resource that is utilized for testing and training  different types of solutions to validate production and practicality.  Communications are utilized to positively portray productiveness in the organization. 


Self |ldentification hurdles

— Changing the culture, gaining trust 5

— Compliance concerns — legal, EEO, E E
Diversity, ADA, government conflicts -

— HRIS system limitations, self service tool for
self identification

— Executive Support and Communication

— Educating the workforce, managers &
employees with disabillities.

— Why self ID Is important


Presenter
Presentation Notes
ABLE partners internally with talent acquisition team and referrals for recruitment efforts and externally with non profit organization for branding and hiring efforts.


Self service tool was made available beginning in October to allow associates to identify themselves with a disability  as well as identify areas of opportunity. 



Assoclate Resource Groups
are valuable sources....
use them!

—_dizaAs
et
\




Focus on ..........

— Recruiting and hiring people
with disabllities

— Working with internal associate
groups which support disability
Initiatives

— Mentoring opportunities

— Positively portraying people with
disabllities

— Offering workplace flexibility

— Looking into the process for
accommodations

— Educating associates about
disabilities

— Sponsorships with disability
focused organizations.

WellPoint

::1 proud to be a WellPoint

= __ }j’ufaﬂ{ n Madden

WELLPOINT



Community Relations &
Soclal Responsibility

eSSENTIAL Accessibility
Community Service Day

Disability Focused Sports
programs

WellPoint Foundation Grants
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Wellpoint Foundation  - $ going to these.


\What about Accommodations?
Call them Productivity Tools!

DID YOU KNOW?

Most people with disabilities require no accommaodation.

Job accommodations for people with disabilities are
usually low cost or no cost.

A recent study conducted by the Job Accommodation
Network (JAN) revealed that 56 percent of workplace
accommodations cost absolutely nothing.

Of those accommodations that did have a cost, the typical
one-time expenditure by employers was $600 or less.


Presenter
Presentation Notes
Recent amendments to the Americans with Disabilities Act (ADA) refocused attention on workplace accommodations by broadening the definition of disability; more coverage means more employees will likely be entitled to workplace accommodations. This increased attention has some employers concerned about the costs of providing job accommodations. However, a study conducted by the Job Accommodation Network (JAN), a service of the U.S. Department of Labor’s Office of Disability Employment Policy (ODEP), shows that workplace accommodations not only are low cost, but also positively impact the workplace in many ways. 
The JAN study has been on-going since 2004. JAN, in partnership with the University of Iowa’s Law, Health Policy, and Disability Center (LHPDC) interviewed 1,182 employers between January 2004 and December 2006 who contacted JAN.  In addition, JAN, in partnership with the West Virginia University School of Applied Social Sciences (SASS) interviewed 483 employers between June 28, 2008, and July 31, 2010, who contacted JAN.  Employers in the JAN study represented a range of industry sectors and sizes and contacted JAN for information about workplace accommodations, the ADA, or both. Approximately eight weeks after their initial contact, the employers were asked a series of questions about the situation they discussed with JAN and the quality of the services JAN provided. 
The study results consistently showed that the benefits employers receive from making workplace accommodations far outweigh the low cost. Employers reported that providing accommodations resulted in such benefits as retaining valuable employees, improving productivity and morale, reducing workers compensation and training costs, and improving company diversity. These benefits were obtained with little investment. The employers in the study reported that a high percentage (56%) of accommodations cost absolutely nothing to make, while the rest typically cost only $600. 





Thank You

For more information, visit www.AskEARN.org

Call: 1-855-ASK-EARN (1-855-275-3276)
Email: earn@askearn.org
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