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 >>DAVID HALE: Hi, this is David Hale with AAPD. 
 >>JIM LUNNY: David hi this is Jim here at GettingHired.com 
and we have a few others assembling.  So glad to hear your 
voice.   
 >>DAVID HALE: Yes, thanks for having me on the call. 
 >> Hi, good afternoon my name is Tim Murphy I'm Vice 
President of Inglis operations calling from the Inglis 
Foundation.   
 >>JIM LUNNY: Tim, how are you today?  We will not be going 
through all of the introductions on the phone.  But thank you, I 
know you're a new member of the Council so thank you for 
introducing yourself.   
  (Standing by). 



 
 

 
 

 >>JIM LUNNY: We're continuing to assemble.  So thank you all 
for joining us.  This is Jim Lunny here and Tom Capato and Frank 
Weichmann.  We are just going to wait another moment or two.  So 
if you would just hang on, please, we would appreciate it.   
 (Beep)  
  (Standing by). 
 (Beep). 
 >>TOM CAPATO: Good afternoon, folks, this is Tom Capato the 
Chief Executive Officer of GettingHired.com.  First let me thank 
you all for taking time from your busy schedules to join us 
today for our fifth Advisory Council session.  And we really 
appreciate your support and your help.  I'm going to try to 
speak slowly so our transcriber can capture the meeting notes so 
we can successfully distribute them after we have completed the 
call.   
  We'll try to make this as interactive as possible in terms 
of questions and answers.  So I'll pause at times and ask if 
there are any questions.  Please ask and we'll be happy to 
answer them.  And the more interactive this can be, the more fun 
we'll have hopefully.   
  With that being said, this is our fifth Advisory Council 
session.  We have now completed roughly 19 months of operations 
as GettingHired.com since we went live in November of 2008.   
  Jim is going to give us an overview of the metrics related 
to where we are in terms of continued growth.  We're very 
pleased that even in a difficult time related to the economy, we 
continue to sign new employers, which are obviously our life 
line to revenue.   
  We continue to register new job seekers to make them 
available to the employers so hopefully we can fill some 
positions.  And we continue to register new service providers, 
as well.   
  We have reached a milestone, at the end of May we signed 
our 100th employer since our inception.  We have a little more 
than 53,000 open jobs and I'm stealing some of Jim's thunder and 
well over 48,000 jobseekers who have registered to the portal to 
date.  And we continue to work hard every day on our employers' 
behalf to continue to recruit individuals with disabilities for 
registration to the portal.   
  My portion of today's session is ten minutes.  So I'm just 



 
 

 
 

going to give you a few other highlights of things that we're 
working on that I think are instrumental to our mission and let 
you know what we're trying to accomplish.  And how they affect 
the parties involved.   
  We have been working on a new product called 
FastTrackRTW.com.  I'll say that one more time for folks that 
want to hop on a web site.  FastTrackRTW.com.   
  And it is a product that is sold to insurance carriers 
that are providing long-term disability and workers compensation 
insurance to individuals or corporations.   
  I felt that it was important to mention this 
today.  Because you're probably going to see some press 
over the next couple of months as we sign new carriers.  
We have four in contracting right now. More importantly, 
what does that mean to GettingHired.com?  For our 
GettingHired.com employers, it means that we have added 
another population of job seekers from these long-term 
disability carriers or workers' compensation carriers 
who will be able to view and apply to your jobs. 
  In the insurance world, an individual that goes on LTD or 
WC, workers' compensation, goes through rehabilitation from a 
medical perspective and reaches a stage which they call MMI, 
maximum medical improvement.  And in that scenario, that 
employee will either go back to the existing employer or will 
look for new positions consistent with his new ability profile.  
And this FastTrackRTW product has a bunch of tools to help 
individuals find employment and more importantly brings them 
into the portal as qualified jobseekers who ultimately will 
apply for positions that our employers are posting.   
  We expect to ramp that up over the next 12 months, in 
which time we are targeting to have between 10 and 15 LTD 
carriers in the program.  And we're hoping to duplicate that 
from a workers' compensation perspective by the end of this 12 
months and into the following year.   
  So exciting stuff that benefits us all.   
  We have also been working on a relationship with the 
Association for Persons in Supported Employment, better known in 
the supported employment world as APSE.  APSE has about 3,000 
member organizations doing supported employment that are helping 
close to 1  million individuals with disabilities find their way 



 
 

 
 

back into employment opportunities.   
  We should make an announcement over the next -- I don't 
know -- four to six weeks in which we let you know that we have 
cemented the relationship with APSE, with the objective of 
reaching the individuals they serve and registering them as 
Jobseekers to the portal.   
  Our third of four strategic focuses that we are working on 
is a relationship with Wounded Warriors.  We've had some 
extensive conversations with them through a relationship that we 
have with Neil Romano.  I'm not sure if Neil is on the phone 
today but he's getting us into a position to strike a 
relationship with Wounded Warriors and to reach veterans with 
service connected disabilities.  I would just say stay tuned for 
that announcement as we work through the details, and again our 
objective is to bring more qualified job seekers to the portal.   
  The fourth -- and then I'm going to hand this over to Jim 
because I'm taking more than my ten minutes -- is that we've 
enhanced our paid Google advertising program.  We’ve expanded 
our program and we are buying job specific keywords and we are 
directing hits to new landing pages that display positions 
consistent with those keywords with our employer members, and we 
are able to show location specific positions for each search.  
  So what we're looking to do is enhance the quality, 
quantity and location of the seekers that we're bringing to 
employers in terms of once again promoting your company's 
opportunities in the right locations so we can help you find 
qualified individuals.   
  My last comment is we have worked hard at trying to 
reorganize the content of this session so it could become more 
informative and interactive.  And Jim is going to walk us 
through the agenda as I hand this over to him.   
  I ask for your feedback on a continuing basis related to 
how we can make this much more interactive and much more useful 
to you in terms of what we bring to the table once a quarter 
through this Advisory Council session.   
  So once again thank you for joining.  We appreciate it.  
We know your time is valuable.  I'll ask if there are any 
questions.  If not, I'm going to hand this over to Jim and we'll 
proceed.   
  So can I answer any questions at this point?   



 
 

 
 

  Okay.  Thank you, Jim. 
 >>JIM LUNNY: Thank you very much for that welcome and 
introduction.  And as you said, you covered some of the material 
that I planned to cover.  But of course that’s not a problem.  
That's your prerogative as CEO.   
  Let me just step back and go over the agenda.  Again, as 
per Tom I'm going to spend the next 10 to 15 minutes giving you 
an overview of what is going on here at GettingHired.com.  Of 
course I'll save a few minutes for questions.   
  We then as Tom alluded are going to move into two 
segments.  Trying something a little bit different and of course 
consistent with the mission of the Advisory Council we have 
scheduled two sessions with two of our valued partners.  One is 
a service provider partner HirePotential Inc. and one an 
advocacy organization, AAPD.  They will talk about two topics 
which we think you will find interesting and informative and 
which you all participated in selecting based on the suggestions 
we had put out about five, six weeks ago.  So in the second half 
hour of our meeting we’ll hear from HirePotential Inc., and in 
the third half hour from David Hale of AAPD on Disability 
Mentoring Day.   
  So with that let me just jump into my section here.  And 
let me take the opportunity to remind you all that if you would 
please, while we have the various speakers presenting, if you 
could keep your phone on mute during that section of the meeting 
and then unmute to ask a question.  And if you would please 
avoid putting us on hold, we would be appreciative of that.  So 
thank you for that.   
  Frank, if you would move to the next page here, let me 
give you a snapshot of where we are right now here with our 
jobseeker activity, our service provider activity and our 
employers and jobs.  Tom, you mentioned a few of these, we are 
with our jobseekers I think you meant to say we're well over 
47,000.  We will reach 48,000 certainly this week and the 50,000 
threshold is well within sight.   
  We got together 13 weeks ago.  We were at about 40,000 job 
seekers.  And we told you that we would be adding about 450 per 
week.  Actually in those 13 weeks we added over 500 per week.  
And over the last five weeks we've been adding new job seekers 
to the site at a rate of about 570 each week.  So we're happy 



 
 

 
 

that we beat that number we told you about.  We'll continue to 
work hard to ramp that up.  And that is what our activity here 
is designed to do.   
  When we met last time, we reviewed the number of 
applications that had been made from our site to, I'm talking 
now to our employer friends, to positions on your sites from 
applicants at GettingHired.com.  We had -- last time we had 
about 7,000 applications.  We now are at about 9800 applications 
from over 4,000 unique applicants.   
  So we're pleased with that.  But of course we are working 
to continue to see that number grow, also.   
  Switching over to our service providers, we have 949 
active service provider accounts representing 847 organizations 
and/or distinct locations of organizations.  And that represents 
again some significant growth from the last time we got 
together.  And of course we are working through those service 
provider organizations who provide employment services to 
individuals to get the word out to jobseekers and prospective 
jobseekers.   
  And then finally employers and our jobs figure of about 
53,000.  And that's moving around a little bit.  But certainly 
continuing to grow.   
  Frank, could you give me the next slide?   
  One of the things that we keep an eye on here is where the 
jobseekers are coming from.  And this is the year to date 
breakdown as of yesterday.  We're seeing about 38% come through 
Internet search.  Continuing strong family and friends referrals 
at 10%.  Our service provider referral figure remains strong at 
21%. 
  Our university and college number is 5%.  The university 
and college numbers are specifically in reply to the question 
“were you referred to GettingHired.com by your Disability 
Services or Career Services department?”  And that figure 
remains lower than we would like to see.  But as we talked about 
last time, we do it think that's not a terribly great indication 
of the number of college and university students that are coming 
to the site. Frankly we believe many of them are coming to us 
through the result of Internet search or otherwise hearing about 
us.   
  And then finally we're still seeing 26% in the category 



 
 

 
 

Other.  And that 26% I think is exactly the same percentage we 
saw in it that category last time.   
  Let me pause for a second.  I've covered quite a bit of 
data now.  And let me just see if you have any questions.   
 >>MARY ANNE DETMER:  This is Mary Anne Detmer can you talk 
about what's in the other category again, please. 
 >>JIM LUNNY: Well, the other category, to be honest, we don't 
know exactly what's in the other category.  This is the response 
selected by our registering Jobseekers when they have not 
specifically selected one of these other categories.  And we 
don't have -- we're not at this time gathering additional 
detailed information when a Jobseeker selects Other.  We have 
talked about needing to build a better understanding of this, 
and we do have plans to add this capability in our development 
plan.  The other thing I should point out is that the category 
Internet Search as shown here is actually an aggregation of 
three specific categories, Google Search, Yahoo and Bing.  So if 
someone is using a search engine other than one of those three 
provided as choices, it's very possible that they have then 
chosen to select Other.   We plan to address this also. 
  So we have a little bit of work to do to better understand 
that.  And I can't tell you much more than that at the moment. 
 >>TOM CAPATO: This is Tom Capato speaking.  There is a 
technology enhancement that we have in with our IT group that 
will basically almost eliminate the other category and give the 
seeker the ability to disclose in their words where they are 
coming from so we can consolidate that and report on it.  So 
probably by our next session we will alleviate that category and 
you'll see the breakdown.   
 >>MARY ANNE DETMER:  Thank you.   
 >>JIM LUNNY: Any other question on the data that we have so 
far covered?   
  Okay.  Let me move on then, Frank, to the next page.  And 
I really just want to give you a brief overview of the 
communications activity that we've got going here.   
  We sent a newsletter out.  The newsletter, the BUZZz, the 
June issue of the BUZZz.  You should all have it.  It's good 
stuff.  The BUZZz is one of our primary communication tools and 
Frank, how many people did that -- approximately how many does 
that go to?  100,000.  A distribution of about 100,000.  So that 



 
 

 
 

went out this past Tuesday.  And what I’d like to highlight is 
that in continuing issues of this we will reach out to our 
employer friends and have a section for a featured employer 
interview.  And so there's a great opportunity there to 
highlight the things you're doing in the disabilities space here 
on the BUZZx.  In addition to the newsletter which was the 
content we put out last week, we have been pretty -- very 
consistently sending out messaging on a weekly basis to our 
jobseeker, college/university, and our service provider 
communities.  
  We alternate between sending out notices of new employers 
and new positions with our current employers, and on alternate 
weeks sending out information on most frequently asked questions 
that we think are of interest to the jobseeker community.  And 
routing those messages through our college/university and 
service provider points of contact, also.  And I'll just point 
out when I say FAQs, these are the questions we are getting from 
our Jobseekers in the Forums, through the telephone help desk, 
and through email.  And two of our recent communications have 
been on the topics of disclosure of a disability and requesting 
reasonable accommodations, both of these are topics, questions, 
we hear all the time from our jobseekers.  And I think, Anne 
Hirsh, you're on with us today from Job Accommodation Network.  
Our weekly communications give us the opportunity to disseminate 
information from our service provider members such as JAN on 
topics of interest to our Jobseeker community and prospective 
job seekers.  Like the disclosure issue.  
  And finally I noted the ACAP centers.  I know a question 
came up last time we were talking about our transitioning 
military.  Someone mentioned the army, the CAP centers.  And we 
have developed a distribution list for ACAP  centers across the 
country and our communicating with them.  Not quite on a weekly 
basis.  But as we have topics that we think would be 
appropriate.   
  You may have noticed as you have checked in the community 
server section of the portal, some of the great content that 
we've gotten from some of our new freelance writers we are using 
to generate content for us on disability and employment matters.  
We are leveraging this content in some of our weekly 
communications.   



 
 

 
 

  Frank, why don't we move to the last slide here.  And I'll 
just wrap up my section here on recapping really what the 
priorities are in terms of our outreach activities and related 
marketing activities.  And Tom mentioned these things, the 
veterans and transitioning military.  College students and 
recent graduates.  And APSE.   
  He did mention our relationship with the Wounded Warrior 
Project, we are continuing to work with them to see how we can 
develop a relationship that is helpful to the people they serve.   
  We are starting to also have some conversations regarding 
the Wounded Warrior programs within the various branches of the 
military.  And in fact I'll be down in San Antonio at the end of 
this week at the Wounded Warrior Army Career Expo.  It's an 
opportunity to reach out to hundreds of Army wounded warriors.   
  I mentioned college students and recent graduates.  We 
continue to work to reach out to them.  And finally, APSE.  Neil 
Romano represented GettingHired.com at APSE’s just concluded 
national conference.  And Tom gave you the recap of what 
happened there. 
  That's what I have.  Let me pause and see if there are any 
questions that I can handle.  And if not, I think I'm pretty 
much right on time. 
 >>TOM CAPATO: Cool.  This is Tom.  Does anybody have an audio 
or visual problem at this point?   
 >>CAROL SALTER:  This is Carol Salter from Easter Seals.  I 
don't have any.  I'm good. 
 >>TOM CAPATO: Carol, how are you?  Long time no speak.  Okay.  
Great.   
 >>JIM LUNNY: Okay.  Are we all good?  Okay.  With that, I 
would like to move right into our presentation from our friends 
at HirePotential Inc.  I'll just give a very brief introduction.  
HirePotential Inc. has been a valued service provider member 
with GettingHired.com for quite a long time.  And we know they 
have some great expertise in areas that we thought would be of 
interest to you today.  We phoned them almost immediately when 
we started to think about how we could provide some information 
that would be a helpful addition to the content of the meetings.  
We reached out to Sheridan Walker, the President and Founder of 
HirePotential and she graciously agreed to speak with us today 
so let me hand it over to Sheridan if I could, please. 



 
 

 
 

 
>> Hi, there this is actually Kelly Egan.  I'm the Vice 
President of Development at HirePotential. I was going to take a 
moment to thank GettingHired.com, Jim and Tom for inviting us to 
present today.  Our topic today, folks, is on tips for 
recruiting and hiring people with disabilities.  The idea here 
is to make this somewhat cumbersome process a seamless and 
effortless process.   
  We may not accomplish this task in its entirety in the 
next 20 minutes.  We're good.  But not that good.  But we hope 
to leave you with some good ideas and some things to think 
about.   
  I would like to introduce Sheridan Walker as was said, 
she's the President and Founder of HirePotential.  HirePotential 
focuses on the employment and integration of people with 
disabilities, veterans, mature workers, et cetera.  We call that 
the untapped workforce.   
  Sheridan is an expert in the disabilities field.  She has 
25 years experience, broad based experience in several areas 
within disabilities.   
  She has participated in many councils and various groups 
such as the US Business Leadership Network and the Pesident's 
Task Force for People with Disabilities.  So she knows a lot 
about this space.  And today she's going to share with you some 
things that are hopefully very practical that you can use right 
away.  You may have seen her in the past lecturing around the 
country on various topics relative to the employment of people 
with disabilities.  So here is Sheridan.   
 >>SHERIDAN WALKER: Hello, everybody, welcome.  We're going to 
cover a lot of information very quickly.  But I wanted to first 
go over the agenda here.  I was asked to talk specifically on 
recruiting tips.  And I think most of you out there who really 
want to find qualified candidates with disabilities and place 
them in your organizations find that it can really be 
frustrating, it can be.  And I want to go through some things to 
maybe think about as we go forward here.   
  Who is the untapped workforce?  Just to give a foundation 
baseline.  As we define it here at HirePotential.  People with 
disabilities, of which there are 54 million.  And we will find 
there will probably be more as the new census comes out.  The 



 
 

 
 

aging workforce and you can see the numbers there.  I don't 
really have to repeat them for you.  And then our veterans.  And 
you may be thinking how do these categories relate.  Well, they 
all have some sort of a disability or a limitation.  And that's 
really where we focus.  Our expertise is in disabilities.  But 
as we all know as we age, we have a higher rate of acquiring a 
limitation or disability but we may not want to call it a 
disability.  We'll call it a limitation.  We have those issues.  
And our veterans as we know coming back, one of the two major 
injuries are, well three actually, Post-traumatic stress 
disorder, amputation and mild brain injury.  So that's what we 
focus on and what I'll talk about today. This larger pool of 
talent that happens to have a disability or limitation.   
  As far as the current market trends, we all know we have a 
growing population of people and veterans with disabilities 
because of the war, because of people surviving and our aging 
workforce as people are living longer.   
  There have been some major legislative changes that have 
happened in the last couple of years.  For those of you who have 
to comply with OFCCP regulations, you may know of these.  And 
all of us know about the ADA, and now the extension of the ADA.  
I'm not an attorney by any means.  I've work very practically 
with companies, and to me what ADA means is that we have to do a 
better job at proactively having a plan in place for 
accommodations not just for employees but candidates that are 
coming to us.   
  So to me that's what that legislation and law means.  Then 
we have Section 503 of OFCCP which basically states that all 
companies that receive Federal dollars have to make sure their 
Applicant Tracking Systems are accessible.  Most companies are 
now saying apply online.  But for those of us who know the 
disability community and for those who use assistive technology, 
we know they are not accessible and I would tell you right now 
almost 99.9% of all applicant tracking systems are not 
accessible.  The other part of Section 503 requires that if it's 
not accessible, you need to provide accommodation and that's a 
whole different bailiwick of how to be doing that.   
  Section 508 (website accessibility)  The federal 
government mandates that all technology that interfaces with the 
government needs to be 508 compliant.  This is the minimum level 



 
 

 
 

of accessibility and has been since 2001.  I know currently 
there are changes being submitted to Section 508 that will 
probably raise the minimum standards, going from priority 1 
(section 508 currently) to priority 2.  This will provide a 
higher level of accessibility and better access for all people.  
Accessibility with your recruiting applications is something you 
will need to look at so you can offer opportunity to a greater 
population of qualified talent, specifically people with 
disabilities, including veterans.   
  Just another point to make, and what I'm really trying to 
show here is that the number of people with disabilities is not 
just this little slice of the population, it's a huge piece of 
the pie. It includes our aging workforce and our veterans.  
People with disabilities in the next 12 years will outnumber the 
population without disabilities. By the year 2012 there will be 
162.3 million working age adults who are 55 and older.  That's 
an increase of 49% over the next 2 years.  Many may have a 
disability. On the recruiting side of things, in the US, 30 
million people will be retiring and leaving the workforce.  
There will not be enough bodies within the pool of current 
employees to back fill these positions.   
  So we will have a shortage.  We have to be very creative 
on how we're going to retain our current workforce.  Or get back 
our folks that maybe have retired to bring back that 
intellectual capital.  And do a much better job at employing 
people with disabilities who currently have a 70% unemployment 
rate.   
  Some stats and facts here very briefly, things that I 
think that are important as background for the meeting topic 
today.  As we get into a detailed discussion on recruiting, you 
know people with disabilities represent the largest minority in 
our country and the least talked about in diversity conferences.  
I find that so astounding for me that I really want to make a 
point on that.   
  People with disabilities represent the largest block of 
untapped labor, with a 70% unemployment rate and for those who 
have been involved in this, I'm speaking to the choir.  For 
those of you who are just getting into recruiting and hiring 
people with disabilities, there are a lot of very qualified 
people out there who have their Bachelors or Masters degrees or 



 
 

 
 

PhDs, and they are not getting hired, mostly because companies 
are not educated and there's a lot of fear around hiring people 
with disabilities. Education, awareness and C Level commitment 
are very important for a successful program.   
  One of 5 -- 1 of 5 people have a disability and 20% of us 
on this call in your organizations will acquire a disability in 
your lifetime.  And I always think, isn't it nice to work for a 
company who gets it, who will retain me if something happens to 
me, if I become disabled?   
  Also, another thing that's pretty astounding, it takes ten 
more interviews for a person with a disability to get a job than 
the average candidate.  And if you can imagine right now in our 
economy with just the average Joe trying to get a job, 
multiplying that effort ten times for people with disabilities, 
it's pretty devastating and it's very hard.   
  As we get into recruiting, I know that many of you on this 
call today have this background.  But here is the recruiting 
process as we see it, modified from the typical process.   
  I added two additional things to consider, presourcing and 
accommodating.  Everybody knows about sourcing, interviewing, 
positioning and on-boarding, but I wanted to talk specifically 
about the things you need to consider in the hiring and 
retention of people with disabilities.  All of us on here 
probably know the basics of recruiting, but what I want to 
really show is what is different when you're trying to integrate 
and do a better job at welcoming all candidates and specifically 
people with disabilities in your organization as well as 
retaining them.   
  So I know today's topic is recruiting.  But some of this 
information I'm going to give to you today will also relate to 
the topic of retention of your current workforce.   
  So presourcing.  You need to look within your company.  Is 
your company really promoting people with disabilities in your 
organization and is it really promoting inclusion?  Now I have 
to say if you did a survey of people with disabilities, they 
would say most companies don't walk their talk.  They look 
great, have a good facade.  But as a person with a disability 
might say, when it comes to actually interviewing me and hiring 
me, and I have the skills, I am very disappointed.  And that's 
part of the struggle with recruiting.  Because a company might 



 
 

 
 

put their name out there.  But when people with disabilities 
actually are applying, they can't access the site.  And they 
can't submit their resume.  That says something to them.  Or 
your accommodation process, if that's the way you have chosen.  
People with disabilities make the call or send the e-mail or 
whatever the process is, and the person on the other end has 
really no idea how to service someone with a disability who is 
trying to apply for a position.  So those things you really need 
to look at.   
  You know, it's obvious that you need the C-level support.  
A message companywide.  Ads, have an internal disability group 
that can help you be honest with what the company is doing as 
far as your current employees.   
  Provide equal access as I've said before.  Is your web 
site accessible?  People might go to job boards but that doesn't 
relieve you of OFCCP because those who don't want to disclose 
they have a disability may not want to be on a certain job board 
that labels them, and they will go to your company directly.   
  And what OFCCP is saying is if people go to your web site 
directly, can they look at the jobs like anybody else?  Those 
are the things that you need to ask yourself.  Because those are 
things that are non-verbal but send a strong message to the 
disability community.   
  So making sure your web site is accessible.  Making sure 
your Applicant Tracking System and screening is accessible.  You 
know, if you're doing testing, have you assessed it to see if 
it's fully accessible. 508 compliance does not mean full 
accessibility, I just wanted to make a note of that. 
  Do you have a centralized accommodation budget?  Very 
critical in a proactive approach in having accommodations.  Most 
companies that we have worked with do not have a centralized 
accommodation budget.  It's part of the manager's decision.  And 
that's where you can start having some issues with 
discrimination because if they need to keep revenue up in their 
department and they have to take money out of their department 
for an accommodation, they may not do that.  So we highly 
suggest having a centralized accommodation budget.   
  Training and hiring managers and recruiting.   
  If you're doing something where you have an accommodation 
process to deal with the situation in which a person with a 



 
 

 
 

disability comes to the site and finds it's not accessible, but 
you have an accommodation statement.  Have you provided training 
for those recruiters or that person picking up those calls or e-
mails?  Do they know how to handle a relay call?  And it's not 
just about talking on the phone.  Do you know the details of a 
relay call?  Do your people understand an interpreter's role?   
  Interviewing.  You know techniques and you are aware of 
assistive technology.  Do your people know about JAWS for 
example, a screenreader, do they know what that does?  Do they 
know about some of the basic and common assistive technology 
that's out there.   
  Another thing that I want to say based on a survey that 
was given recently, the company asked me not to say who they 
were.  But they did a large survey with hiring managers on the 
employment of people with disabilities.  And for you HR folks 
out there, you know what I'm going to say right now, you do all 
of the work, you're totally supportive, and you go to the hiring 
manager and they don't want to hire the person.   
  So I think hiring managers really need to understand that 
if you really want success in hiring someone in your 
organization, the hiring managers really need to be trained 
almost as much as the HR folks and recruiters.   
  So think about that a little bit.  And what that might 
look like in your organization.   
  External  Make sure that all of your recruiting materials 
are accessible.  Your brochures, your posters, that you're 
including images of people with disabilities, stories, quotes by 
current employees that may have a disability.  Help them market 
what you're doing.   
  Have inclusive language and here are some examples for 
you:  We encourage people with disabilities and others to apply.  
There are lots of ways to do this.  And this just gives you some 
examples.   
  The other thing is to always have alternative formats.  
However, not everybody reads Braille I think the new stat is 
about 13% of all people that are blind actually read Braille and 
I think that's astonishing to people who are just getting into 
the recruiting of people with disabilities.  So that's not 
always going to be something you're asked for the most part.  
But this will give you some good ideas.  Are you doing this?  



 
 

 
 

These are questions you need to ask yourself.   
  Sourcing.  You're going to hear me talk about training a 
lot.  Training for recruiters in sourcing is really, really 
important.  Actually for the whole company.  I think the most 
important training you can have in an organization that really 
is valuing the inclusion of people with disabilities is to 
provide a national training, e-learning type of training.  And 
really the one that I feel right now that's most important as it 
relates to the whole company is etiquette.  How it relates to 
recruiters for example would be if you're at a job fair and 
someone that comes up to you in a wheelchair, would your 
recruiter know to come around away from the table and get at eye 
level.  Because if you think of someone in a wheelchair looking 
up and talking to someone for about 10, 15 minutes, that is 
really hard on the neck.  
  But just taking a non-verbal approach and getting at eye 
level where they bring a chair over to the person in the 
wheelchair.  Or they squat down at eye level and have a 
conversation.  That non-verbal modest etiquette means a lot to 
people with disabilities.  And they get it.  They start getting 
that:  Oh, this company gets disability.  This company gets me.   
  And that's all part of relationship building.  Recruiting 
is about relationship building.  So knowing etiquette and the 
techniques used by certain folks is really critical.  So 
training on this is very important not only for your recruiters 
but for your whole company.   
  Your outreach plan.  Now OFCCP is looking at outreach 
plans pretty significantly.  It used to be that it was fine if 
you had a small local area and you were doing it by the 
corporate office and everything was fabulous.  That's not the 
case anymore.  They are looking at companies and determining 
that their outreach plan has to be local, state, regional and 
national.   
  The Federal dollars are going to the company nationally, 
and they want to see your plan on a national basis and know that 
you are implementing this.  Not just a local Mom and Pop 
location hiring a couple of people.  That's not going to cut it 
anymore.  And just posting your jobs on job boards isn't going 
to cut it anymore.  You really have to build long-term 
relationships.  What the OFCCP group is doing is they are 



 
 

 
 

actually calling people and asking for data.  For example they 
will call GettingHired.com and they will say okay give us the 
stats on what Ajax company is doing or they will ask you for 
those stats so you need to get the stats, and from those people 
how many have come to your organization?  How many have been 
interviewed and hired?   
  Very important.  They are going to ask voc rehab.  If you 
say you have a relationship with your local voc rehab they will 
say tell me the person's name and phone number.  They are going 
to call them and make sure you actually are doing what you say 
you are doing and that's very different than it's been in the 
last several years.   
  So it is critical to build long-term relationships.  It's 
also critical to build relationships with the disability 
community.  They have worked with so many companies to try to 
get a job they really are disheartened by companies who don't 
walk their talk.  So you almost have to prove to them that you 
really want to hire and incorporate people with disabilities in 
your corporation.  And it's almost the situation that you have 
to do an extra sell for that population in some cases.   
  If your company has been around, you know word travels 
fast within the disability community. If Ajax company is hiring 
and they have already demonstrated they have hired five, six 
people, it starts to advocate for you externally that this is a 
company that gets it.  So it is very, very important.   
  Some resources.  There are you know lots of job fairs.  
There are non-profits.  There are some folks on this call right 
now that can really help here.  Vocational rehab.  I think 
GettingHired.com has done a great job at listing these resources 
for you on where to go, how to find them.  Colleges, I want to 
make a small comment on the colleges.  The career centers don't 
really work well with people with disabilities.  And for the 
average recruiter that goes to colleges, that's where they go.   
But for students with disabilities, you really have to build 
relationships within that community.  Go to student disability 
services and to groups for students with disabilities and post 
your information there.  It's a little bit different than 
general college recruiting, the career centers aren't that 
helpful.  And also there are disability web sites that are very 
informative for you.  



 
 

 
 

  The other thing which I'm so glad that I have in my 
presentation because you're going to hear this after me today is 
the mentoring program.  For those of you who don’t know, October 
is national disability awareness month and you have the 
opportunity to be part of a national event mentoring students 
with disabilities in your organization.  And AAPD is the sponsor 
of that and I'm not going to talk more than that because they 
are going to do a great job at telling you more about it, but 
this program is awesome.  You don't have to actually do it on 
October 17th which is the actual date, but having it be a part 
of your organization in October is a wonderful kickoff for 
companies who maybe are just starting to embark on a larger 
program of recruiting people with disabilities.   
  Another suggestion that I always say is hold an open house 
with these organizations.  Bring them to you.  Invite the non-
profits that focus on the employment of people with 
disabilities.   
  Show them the environment.  Tell them the skills you need.  
Tell them exactly what -- you know for someone to get employed 
here, here are the skills, here is what they can get training 
on, here is what it looks like.  Be really open to that and I 
would say do that every quarter.  If you can't do it every 
quarter, maybe twice a year.  But definitely I encourage you to 
do that as well. 
  Interviewing, it is different and I'll tell you how it's 
different.  I worked in a staffing company before HirePotential 
which gave me the idea about HirePotential.  But the staffing 
company, it was an IT staffing company, and they needed more 
people to fill their positions and they just didn't -- they were 
recruiting like where everybody else goes.  I came in and said:  
Let's recruit the untapped workforce and we got a contract with 
this company and we started recruiting and hiring people with 
disabilities in the IT industry.  In the first two months we 
hired 40 people very quickly and the story goes on.  
But my point here is my recruiters got so distracted by the 
interpreter they would stare at the interpreter or they got 
distracted by someone in a wheelchair and I'm specifically 
speaking about those disabilities that are visible and that's 
only 20% of the population.  80% of people with disabilities 
will come into your organization and you won't have an idea they 



 
 

 
 

have a disability, but specifically for those who do, this is an 
area in which recruiters really need to train and know the 
etiquette, the communication, the culture.  For example, the 
deaf community has a huge culture and there are things there 
your interviewers really need to know just like any culture in 
diversity.  You want to learn and get your folks educated on 
that.   
  This is the same deal.  A lot of my recruiters back there 
would get so distracted about how the candidate would do the 
job, they stopped interviewing the person.  And I had to get 
them to stop focusing on the wheelchair or maybe the person was 
using assistive technology and the interviewer got distracted.  
They stopped interviewing.  They were so intrigued by what they 
were doing they weren't really asking the questions that 
recruiters should be asking, what are your skills, how do you do 
your job, et cetera, et cetera.  So that's a really good point.  
There are a lot of questions around guide dogs.  There are a lot 
of myths and assumptions, and I think your recruiters and as 
well as your hiring managers need to be educated on the facts.   
  Some resume tips, you can look at a resume and pretty much 
tell in some regards if somebody has a visible disability 
because of the assistive technology they have put on it.  But 
it's wise to kind of know that when you make that phone call and 
most of us make a phone call first, you know.  In interviewing, 
the resume is the first interview, the phone screen is the 
second.   
  If you have some awareness that oh, gosh this guy put JAWS 
on their screenreader, cool, I'm going to let them know I know 
that.  That is starting to build the relationship right there.  
That guy is going to be so more relaxed because you know what 
JAWS is and you can talk around it.  They are going to be so 
excited that you even know.  So knowing what these things are 
that are on certain resumes could really be of value to your 
recruiters.   
  Also some phone tips.  You know, I don't know how many of 
you have had relay calls.  But relay calls are really important 
to be educated on.   An example I'll give you is I had one of my 
recruiters.  When she would get stressed out she would have this 
giggle.  Bottom line it was very much misperceived that she was 
laughing at the candidate because the interpreters on the phone 



 
 

 
 

are trained to write everything they hear on the phone.  So that 
wasn't the intent at all but that's how it came off.  I received 
an e-mail from this person saying they had a really bad 
experience.  So be sure your folks are educated on how to handle 
someone with a speech impairment, I think that's something very 
important.  Again this goes if you decided to use an 
accommodation process where people are calling in, it is very 
important to train your people in taking the calls and 
prescreening.   
  Accommodations.  Know your assistive technology.  Know at 
least the most commonly used products.  There are a thousand 
different products but the most common I think are JAWS, which 
is the screenreader, voice activation software, Dragon speech 
recognition software, magnification software, ZoomText, Magic.  
For these top types of software and assistive technology, I 
think it is really important for recruiters to really know what 
they are so they can talk about them or give convey to the 
candidates that they understand.   
  Positioning.  This is where the rubber meets the road on a 
successful program.  You can do all of the things we just 
mentioned.  You've got the perfect candidate to position with 
your hiring managers.  And do your recruiters know how to 
position a manager?  One thing that is really important is to 
proactively educate your managers before you ever position 
anybody with a visible disability and I'm talking here pretty 
much where it's obvious that the person has a disability.  And 
so educating your hiring managers, getting champions within your 
organization that want to be a part of this.  Get them involved.  
And make it happen before it involves a candidate, so that it’s 
not about the person, it’s about the skills.  Then when they get 
to be positioned your recruiter can say:  Joe, we have a 
candidate here is all of his skills, XYZ and by the way he's 
blind.  
Do you have any questions about that?  Help them feel confident 
and if the recruiter needs to be there with the hiring manager, 
so be it.  But it's an opportunity to provide support, and you 
want to make sure that hiring manager is interviewing the skills 
and not so worried about the wheelchair or the cane or the dog 
or whatever it is.  So think about how you can best do that.  
Again, focus on the skills, that's what we want the hiring 



 
 

 
 

managers and our recruiters to focus on.  These are some 
suggestions here.  That I talked a little bit about.  But once 
the manager agrees to meet with the candidate, then you can 
disclose and make sure they are comfortable, again maybe having 
support.  It's not comfortable the first time you do it.  So if 
one of your hiring managers says oh, they are very comfortable, 
they are not really possibly telling the truth.  It's when you 
do this and do this and meet the people and be a part of the 
community, that it becomes very comfortable.  
 
  On Boarding.  Make sure all of your paperwork is 
accessible, do you have it online, do you know it's accessible? 
All Microsoft products, Word, Excel, they should be fine but if 
you're using anything that's a third party or built off the 
shelf that didn't have accessibility in mind you may want to 
look at that to see if it's accessible or provide different 
alternatives so that can be delivered to that person in the 
hiring packet. 
  Another thing, there are some ROIs to this, for example 
tax credits.  If you don't know anything about tax credits I 
highly recommend you look into this because tax credits can 
amount to anywhere from $1,500 to $9,000 per hire specifically 
for people with disabilities and veterans.  Only 1 in 800 
companies knows about this and takes advantage of it.  It's not 
hard, you can outsource it and still have 75% return on your 
investment by having someone do it for you. And you know if you 
want more information on that, just tell Jim -- anything we have 
talked about today tell Jim and Kelly and Jim will work that out 
for you and get that information to you. 
  The other important thing for on boarding is to have a 
mentor.  I don't know if you have this in your organizations.  
But if you have a mentor for a new hire, somebody that's going 
to be that person's go-to person just on little things, it's 
really critical to have that and have someone there for the 
first month or two.  It just eases their mind, it eases the 
company's mind and it's just a win-win situation so I really 
highly recommend you provide an internal mentor for this person 
when they get started.   
  And again, accommodations.   I always think it's very 
important before any individuals come into your organization, 



 
 

 
 

especially if you have an area for which you are really 
recruiting heavily because you have high turnover or you have a 
department for which you will be hiring many people.  Be 
proactive.  Go to those desktops.  Get those assessed, find out 
how accessible they are, get them accessible, have desks already 
ready for someone that uses JAWS magnification software or voice 
activation, have it already sitting on it so your recruiters can 
recruit and your managers can hire and not worry about 
accommodations because it's already done.  
  If you do that it becomes like the curb cutout.  When the 
curb cutout came, we said oh my gosh, what happened?  The 
wheelchairs oh my gosh I can't believe it.  And now when we look 
at curb cutouts, we realizes that everyone uses them, the Fed Ex 
guy is thrilled, the mom with kids in strollers is thrilled.  
The accommodations in making desktops fully accessible is going 
to be one day be like the curb cutout, it just is.   
  So I think these things are very, very important.  We 
talked a lot about accommodations.  You've got JAN on the call 
and they are excellent, a wonderful resource, they are in the 
GettingHired.com Service Provider network as well as our 
resource list. 
  It's important to have a centralized budget, be proactive 
with assistive technology -- this would be my wish list for 
companies.   
  And have interpreters, interpreters now don’t always have 
to be a person you have to call and come in, there's video 
streaming now and call centers that have interpreters waiting.  
You don't have to wait.  There are so many ways of doing 
interpreting now, and many ways to accommodate a variety of 
folks.   
  We talked a little bit about resources and return on 
investment.  There's also OJT (on the job training).  Basically 
if you're working with someone with a disability who’s been 
referred by or is being supported by a non-profit or part of a 
voc rehab program, there are resource dollars you can access to 
assist employers up to the first 90 days.  Build relationships 
with these organization and they will assist you. 
  I thank you so much for your time today.  I know I rushed 
through a lot of things.  But if there are any questions, I 
would be more than happy to take them.   



 
 

 
 

 >>MARCIA SHAW:  Hi, it's Marcia Shaw the manager of placement 
services in New York for the Lighthouse.  I found this extremely 
informative.  It was amazing.  I was curious to find out more 
information on tax credits, the organizations or individuals 
that do that. 
 >>SHERIDAN WALKER: Well, HirePotential does that.  The tax 
credits, too, if you're not for profit, you won't get credit 
this is only for companies that are for profit so I want to 
state that but we're someone that does the administration of all 
of that for companies.  And there's more, I can give you more.  
I'll do that offline.   
 >>MARCIA SHAW:  That would be terrific.  Thanks. 
 >>SHERIDAN WALKER: Okay.  Jim, are you writing this down, a 
to-do list or should I?   
 >>JIM LUNNY: We have the meeting being transcribed, so we 
have captured all of the conversation today.  We're going to 
have a long list.  And I'll just ask, is there anything -- any 
other questions from the Council Members today for Sheridan?  I 
thought that was also a great overview.   
 >>SHERIDAN WALKER: Carol, I see your question, “can I get a 
link to any information on OFCCP”?  You obviously can.  If we 
get your information I can send you the link.  The link is very 
long.  So it would take me probably an hour to tell you the 
link.  But I can give it to you -- if you want the link directly 
to the directive, I can do that or just the general link, let me 
know, you can put that in the chat question, if you would like.   
] 
   
 >>JIM LUNNY: Carol I think has dropped off but we will 
capture that.   
 >>SHERIDAN WALKER: Okay. 
 >>JIM LUNNY: And that's great.   
 >>TOM CAPATO: We'll get Sheridan the e-mail for Carol so she 
can shoot that over to her. 
 >>JIM LUNNY: Sure.  Any other questions for Sheridan if not, 
Sheridan, I want to thank you.  I want to thank Kelly.  And we 
are now just maybe a minute or so over.  I'm going to -- I want 
to go right over to David Hale of AAPD.  Before doing that, 
Sheridan thank you for that great transition you provided to our 
next topic, Disability Mentoring Day.  That's a great lead-in.  



 
 

 
 

Frank, I'm going to ask you just to tell David whatever he needs 
to know so he can be smoothly transitioned into his session.   
 >>FRANK WEICHMANN:  David, I switched you over to presenter 
you can use the arrows in the top right hand corner or use the 
space bar to advance as you go through the slides. 
 >>DAVID HALE: Okay.  Great.  So get started?   
 >>JIM LUNNY: Let me just welcome and introduce David, who is 
Acting Senior Director of Development for AAPD.  We have been 
pleased to work closely with AAPD since the very beginning here 
at GettingHired.com.  And we're pleased to have been out at the 
kickoff with National Disability Mentoring Day in Minnesota last 
year.  I thought this would be a great time to ask you in your 
capacity at AAPD as coordinator of DMD at the national level to 
tell us a little bit about it.  So take it away. 
 
>>DAVID HALE: Well, thank you very much for the introduction and 
for inviting me and AAPD to be on the call.  I think you were 
brilliant at putting me on the call with Sheridan because that 
presentation she just did really queued up very nicely our talk 
about Disability Mentoring Day as one of our programs but also 
mentoring more generally.  It demonstrated kind of why we put 
our focus on mentoring as a little bit of the solution to the 
disability employment puzzle that Sheridan was talking about.   
  So thank you very much for having me.  AAPD for folks who 
don't know is the American Association of People with 
Disabilities.  We're a membership organization that is cross 
disability which means we serve people with all types of 
disabilities and we were founded on the fifth anniversary of the 
passage of the Americans With Disabilities Act.  So this year is 
our 15th anniversary as we celebrate the 20th anniversary of the 
ADA.  And Disability Mentoring Day is our largest program in 
addition to the policy and advocacy work that we do in 
Washington, we do run a few national programs and most of those 
are focused on leadership development.  Because that's part of 
our mission to realize the dream and the potential of the ADA.  
We see a big part of that as investing in future leaders for our 
cross disability community.   
  And what I’d like to say around mentoring is that it works 
very well in it getting people with disabilities employed and 
young leaders need jobs.  So that's the connection.  And we are 



 
 

 
 

pleased to partner with GettingHired.com.  I believe Jim last 
year was the first year we worked together and we were happy you 
could join us for the national launch of the program and I know 
the mentees who were participating get a lot out of our 
connection and our partnership.  So I'm happy to share about the 
program today.   
  So basically how Mentoring Day is structured around the 
country as Sheridan actually nicely mentioned, AAPD coordinates 
the national program but we don't actually run any of the direct 
mentoring programs that go on.  What we do is we recruit and 
train a network of disability employment specialists and those 
are our coordinators and those are the folks who are making 
mentoring programs happen in their communities all across the 
country.   
  We are the nation's largest job shadow program for young 
people with disabilities.  So the bulk of our participants are 
high school age and the bulk of them are taking part in some 
type of job shadow as a part of their DMD or Disability 
Mentoring Day program.  And I'll talk more about it in a second.  
But the real key to Mentoring Day from our perspective is that 
it's a very easy ask.  A very simple program.  That has very 
broad impact and a lot of positive outcomes.  And so we 
encourage our coordinators to own this.  We encourage all of the 
businesses that sponsor the program to own it and use the models 
and the resources for their own ends and what we mean by that is 
Mentoring Day in and of itself is just a connection point and it 
really serves as an introduction for all of the parties to 
overcome some of the obstacles that Sheridan was talking about 
so that we can actually move the ball forward on disability 
employment.  The bottom line question here is what is your dream 
job?  I really think that's the best way we have an impact we 
have on young people.  
 
  I think if you grow up in America with a disability you 
get told a lot about what you can't do and what your limitations 
are.  So I see Mentoring Day as that point of connection where 
we peek into the lives of young people with disabilities who say 
hey there are all of these businesses out here who do want to 
hire me, and we interact with them early enough in their 
education that we can actually make a difference in terms of 



 
 

 
 

their direction, their vision for themselves and what they are 
thinking about as they complete their education in terms of what 
careers they want.   
  So we talk a lot about dream jobs which I think we all 
have at one point or another.  Actually I loved that Sheridan 
also talked about OFCCP and sort of the change in administration 
focuses on employment and particularly disability employment so 
this administration has put some very high level people with 
disabilities in appointed positions including the Assistive 
Secretary and head of the Office of Disability Employment Policy 
Kathy Martinez.  She spoke at our DMD launch last year.  She's a 
fan of this program and a fan of mentoring in general and she's 
really echoing this theme that our Government is putting a focus 
not only on jobs but increasing the number of people with 
disabilities in those jobs and also putting a big push behind 
making sure that young people with disabilities are considering 
the Federal Government as a potential employer and career track 
for them.  
 
  So last year our numbers were right around 20,000 young 
people with disabilities involved in the program.  You will see 
we have used the language “jobseeker” because the program is not 
limited based on disability identity or any other factor.  But 
we do see we mostly get high school students.  And I think 
that's because it's a good time to reach young people for 
mentoring them.  It's easy to make a match with a mentor in a 
high school because some of those career exploration decisions 
have not yet been made.   
  So we do see the bulk of our connection there.  And again, 
across the country there are really three models with this 
program.  You've got a career exploration model which utilizes 
some of your traditional connection to youth like job fairs and 
career fairs and connectedness in schools.  We actually have a 
model that does onsite job shadow where the employers host the 
young people at their places for the day and relationships flow 
out of that job shadow onsite.   
  And then we do some supportive ongoing mentoring through 
our web portal to keep the connections they make during the 
actual program alive.   
  We cover the whole US.  And we have also successfully 



 
 

 
 

implemented this program in 23 foreign countries.  And again, 
everybody running Mentoring Day programs is doing that for AAPD 
as a volunteer.  But they all wear some sort of disability 
employment hat.  Most of our coordinators are going to be voc 
rehab counselors, job coaches, people who work at centers for 
independent living.  We do get teachers and other educators.  
And we also get hiring folks inside businesses, some local, some 
national, all who take this model and implement it as part of 
their corporate social responsibility around disability 
employment.  We'll talk about that later but we see that as a 
really valuable model because it's a clear message to young 
people with disabilities that there are businesses out there 
that do want to hire them because of their disability and the 
diversity they represent.  
 
  I just went over two of the three models.  The one I 
didn't talk about, the passport to employment, is a hybrid 
model. Jim saw that up in Minnesota where we combine a career 
fair model where we actively connect the students to the 
employers for the day.  They connect that day.  And set up their 
own job shadow at some point following the DMD program.   
  And we have seen that be very successful in the heartland 
of America and in non-urban communities where it's just hard to 
move a bunch of young people around and to get them to a lot of 
different businesses in one day.   
  Should I stop and see if there are any questions on the 
model?  We'll have a chance for questions at the end.   
  So the goals of the program are multiple.  And what we 
found is that as we’ve run DMD over the last ten years, it's 
kind of organically grown, and taught us a lot about young 
people, what they want to do and how they want to do it.   
  So what we have seen relative to our goal of enhancing 
employment opportunities is that young people who are mentored 
tend to be on successful career tracks.  There have been many 
additional benefits.  Most of the employers that are 
participating in DMD are using that as a major part of how they 
engage with the disability community.   
  What we found is it's very much a two-way street.  So the 
program was designed to impact young people with disabilities.  
But we see what happens when you bring a group of young people 



 
 

 
 

with disabilities into a place of employment for the day.  And 
you do it in a visible way.  When it's promoted internally and 
has the blessing of the leadership of the business it does have 
a big impact on the employees not only in terms of making them 
more comfortable around different types of disabilities just by 
spending time together, it also helps employers identify 
employees on their staff who have disabilities.  Because they 
see this visible event.  And they start sort of coming out of 
the woodwork and getting excited about it.  I mean most people 
enjoy the opportunity to have a break in their workday routine 
to engage with young persons.  And so that sort of happened.  
And now it's part of why a lot of businesses do this program.   
  And also again as a point of connection.  So we bring to 
the table all of these people in the community, some of those 
non-profits Sheridan talked about, some of the people who 
provide supports and accommodations like the job coaches, like 
the centers for independent living, et cetera, we bring all of 
those folks together around this one program, we see those 
relationships continue throughout the year and those businesses 
engage in a different way in terms of their recruiting strategy 
and supporting the employees they already have with the 
community that exists outside of the four walls of the business.   
  I hope that makes sense.   
  >>DAVID HALE: We do see a rise in confidence from a 
jobseeker who spent some time onsite doing a job shadow.  Having 
that relationship with somebody at the organization, having that 
relationship in advance of applying for an internship or a full-
time position, does make for a better interviewee because it's 
someone who is just a little bit more relaxed.  And has a little 
bit more to say based on their knowledge of what goes on at that 
business, which is part of that early exposure piece.  And then 
of course you have your soft skills.  You know, just how to 
speak professionally to someone in a hiring capacity.   
  Or how to interact with other workers.  How to network 
through e-mail and telephone calls and so forth.   
  And then employer-employee relationships.  We see when you 
engage in a visible program like this and start to talk to your 
own employees with disabilities, some of whom you may not have 
identified, that actually creates a better corporate climate 
around the issue of disability.   



 
 

 
 

  Now, as Sheridan mentioned a little bit about sort of the 
difference between visible -- or apparent and non-apparent 
disabilities, one of the things we saw happening with Mentoring 
Day that was really unique out there is that it kind of 
approaches the topic of disability disclosure in a new way 
because we are engaging employers and jobseekers outside of the 
hiring context.  So you get away from a lot of those tricky 
questions about how to disclose in an interview.  When to 
disclose, what your rights are.  How much you should say about 
your disability in terms of an accommodation.  All of that 
stuff.  It kind of takes on a different tone.  Because you just 
-- you're able to discuss your disability.  And outside of the 
hiring room.  Outside of the interview.  And you are connecting 
with other employees, you know, in a way that you can talk about 
the corporate climate around disability not related to your 
chance of getting hired there.  
 
  And what we see is that it kind of changes the way young 
people think about themselves and their own disability when they 
take part in an event that is designed just for youth with 
disabilities.  And you know we pick a different city each year 
to have a national launch where we kind of draw the attention 
and focus of this program.  Last year it was in Minnesota.  And 
there were some young people there talking about the fact that 
this was their second or third year doing the mentoring program 
up there.  And that they were very pleased that the students 
without disabilities back at their school were jealous that they 
got to come and do this big event with the employers for a whole 
day and that's the kind of stuff I think it's magic.  And I 
think you know really it keeps the program growing.   
  Basically if you're in the role of a high schooler whose 
only experience of your disability is based on what academic 
accommodations you might need, we find that Mentoring Day really 
opens up eyes and minds to what being a person with a disability 
in our society means.  What advantages that might bring in a 
hiring context and what disadvantages.   
  And so the mentoring relationship supports that because as 
you open someone's eyes, you want to also provide someone there 
for guidance.   
  So one of the materials we provide, it's the mentoring 



 
 

 
 

guidelines that helps all of the mentors who are engaging in 
these programs in answering basic questions and being supportive 
of young people who are starting to discover their career paths.   
  But all this stuff flows out of that.  It's also 
independence.  Understanding a disability barrier in an 
employment context in a way that you can work with professionals 
to overcome it.  That kind of thing.   
  And of course, for a student, this is educational.  It 
always helps to have that real world context for why you're in a 
particular class.  You know young people may not get excited 
about math.  But they may get excited about a career that 
requires them to have a good working knowledge of math.   
  So seeing a potential mentor who can give them a reason 
why they ought to pay attention to fractions is important.  And 
that's what this program provides.   
  You know, one of the things that we see, also, is that 
there's a lateral impact of DMD on a community where you can get 
visible programs that grow to a certain size and there is kind 
of a critical mass of about 100 to 150 mentees, once you get to 
that level in a community you start to get some media attention, 
you start to get some bigger businesses.   
  That actually starts to change a community.  And you get 
parents and educators and other folks talking about the next 
October National Disability Employment Awareness Month coming up 
and what are we going to do for DMD?  We like that because it 
gives us a real concrete point of engagement with our own 
constituents, with our own community out there, and we know that 
even when we leave and October is over, that these people stay 
connected.  And that they continue to pursue their employment 
goals.   
  We talk to businesses about Mentoring Day not as sort of a 
charity case or as sort of something you ought to do because it 
feels good, but we talk about it from a business case 
perspective that there's a bottom line impact to this kind of 
thing.  Sheridan talked a little bit about that why companies 
want to hire people with disabilities as part of diversity but 
smart employers know that it is in their own best interests to 
hire and retain people with disabilities.  We also know once a 
company participates in Mentoring Day they come back the 
following year.  We believe they come back because again it's an 



 
 

 
 

easy ask.  It's a one-day program.  No hiring context at all so 
there's no risk.   
  And it's visible.  So your company is able to demonstrate 
that it wants to hire people with disabilities in a no-risk, 
easy scenario.  We think it's a way in.   
  Basically I wanted to let you know about some of the stuff 
we're doing this year.  We always try to improve the program.  
We are working with one of our national partners, Walmart, which 
has a strong commitment to hiring talented people with 
disabilities.  They put some effort into a green jobs initiative 
with us which is based on the current administration's focus on 
the greening of our economy and that's going to create new jobs.  
If we don't position young people to be ready for those jobs 
they will be coming out of school prepared for jobs that no 
longer exist so our initiative here is to try to identify the 
ways some of these career fields are going to change.  For 
example in home construction and different trades related to the 
energy economy and the transportation economy.  Wal-Mart is 
interested in the green economy because they believe it will 
impact their bottom line and they are seeking to hire people 
with expertise in those areas.  
  We've been using a lot of social networking tools to 
support mentoring.  We want to talk to young people where they 
are at.  So we are on Facebook, on YouTube, we do all of that 
jazz.  But we have also invested in a new web site for Mentoring 
Day called disabilitymentor.net.  It's based on a Web 2.0 model 
that allows young people to connect with a program and select 
what information they want in terms of the resources we provide 
and the connection to folks like JAN and other resources out 
there so they can really craft for themselves the kind of 
supports they are looking for and do a little bit of web 
crawling to get a sense of what careers are out there for them.   
  We have also launched a new project to incorporate a piece 
that is kind of in between mentoring and internships or jobs.  
That was in part due to the fact that with the economy still 
struggling, there weren't a lot of jobs to be had, but young 
people are still graduating.  They've got to do something that 
can help build their resumes while they wait to get hired.  
Volunteerism normally treats people with disabilities as a 
community to be served rather than a community that could serve, 



 
 

 
 

so we are working with some national partners and launching some 
new initiatives to flip that around.  We also plan to reach into 
some populations that we haven't yet really tapped.  That 
started up in Minnesota with a focus on the native population 
there and also doing some outreach in some of our larger urban 
programs.   
  So I wanted to end by saying that yes, we talk about 
mentoring in an employment context because that is the most 
concrete outcome that we can sort of get data and metrics 
around.  But we also know that mentoring helps young people with 
disabilities avoid some of the other pitfalls out there, having 
that extra social support.  And here are some statistics showing 
the challenges faced by youth with disabilities.  Unfortunately, 
the negative outcomes shown here can happen to young people with 
disabilities who aren't mentored and don't have those supports.   
  And finally some employment statistics for people with 
disabilities.  Again it's not a pretty picture.  And I think our 
effort to change that is by partnering with folks like 
GettingHired.com and with people on this call and people who 
believe in mentoring as part of the solution for this.  I think 
Sheridan went over some of these statistics. 
  I'll leave you there with our web site info and my e-mail.  
You can always reach out at DMD@AAPD.com and I'm happy to take 
any questions about the program or how to get involved.   
 >>JIM LUNNY: David, I want to thank you very much for that.  
That was a great presentation.  Do we have any questions for 
David about the national Disability Mentoring Day program?   
 >> Jim, I have a question. 
 >>JIM LUNNY: Okay.  Go ahead. 
 >> What is the best way to get involved in national 
Disability Mentoring Day?   
 >>DAVID HALE: I think there are two levels to get involved 
on.  On the national level you can sponsor the national program 
and what most of our national sponsors want to do is to take 
advantage of the network to share their resources and 
information or to get engaged in some of the local programs 
through us.  And that's something that's easily done through my 
office.  You basically just send me an e-mail and we can talk.   
  But on the local level, you can actually go straight to 
the coordinators themselves.  And our web site is set up so that 



 
 

 
 

you can search for the nearest program to you.  And you can 
reach right out.  And those are folks who are planning these 
activities right now.   
  And you can host one of these job shadow days.  You can be 
involved in one of the career fairs.  You can go and share your 
resources and information right there. 
 >> Thank you very much. 
 >>DAVID HALE: Sure.  And Jim, I just want to say we are so 
happy to work with GettingHired.com because we see you as really 
on the cutting edge of how people are searching for jobs now.  
And I love sharing this resource with people because they 
understand it.  And I think there's a lot that we'll be able to 
do together and we're happy to partner with you on that.   
   
 >>JIM LUNNY: David, we are equally happy about partnering 
with you and AAPD and Disability Mentoring Day activities.  And 
thank you for that presentation.  Again for our employer friends 
in the meeting today, you’ve given them an opportunity to see 
the focus at the national and state level.  In particular at the 
state level you can reach out in the way David described to 
reach the various state coordinating teams.   
  So again, thanks.  We have amazingly stayed pretty much on 
schedule.  And I'll just ask does anyone have any general 
questions that they would like to raise at this time?   
  Tom, land me hand things over to you.   
 >>TOM CAPATO: Yes, I won't take anyone's -- any more time 
from anyone.  How is this redesigned approach or content?  Any 
comments on that?  Are we headed in the right direction?  Can 
anybody comment on other changes they would like to see?   
  Okay.  Well, what we'll be doing is we will be looking for 
input on topics of interest for the next meeting.  The next 
meeting we have already scheduled in September.  I forget the 
precise date.  But it's around about the 15th.  And we will see 
what kind of feedback we have as to topics of interest. 
 >>JIM LUNNY: Tom, anything else. 
 >>TOM CAPATO: No, just thank you very much for your support 
and involvement and we appreciate it.  And we look forward to 
talking with you next quarter with another update, and some 
interesting content.  Thank you very much.  Have a great day.   
 >>JIM LUNNY: Okay.  And the next date is September 14th and 



 
 

 
 

we will have materials up on the Advisory Council site shortly.  
So thank you again.   
 
(Session ended at 1:30 p.m. CST) 
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