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A family company
at work for a better world

WE SURROUND OURSELVES
WITH AMAZING PEOPLE
We believe cultivating inclusion and diversity is fundamental to how we hire, retain and inspire the best people.
Our consumers are as diverse as the entire world, and so are SC Johnson people - which is why we recognize
and support the unique backgrounds, talents and abilities of SC Johnson team members around the world.
To learn more about opportunities at SCJ, please visit jobs.scjohnson.com or drop us an email at scjhr@scj.com
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Working together to make
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of expertise, and much more. At AIR, diverse perspectives are shared,
heard, and included in the decision-making process to help us understand
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AFRL fnds a way. Join our team to lead, discover,
develop and deliver tomorrow’s technology.

Check out exciting civilian
career opportunities @

AFResearchLab.com/careers
AFResearchLab.com/careers
'\

Listen to the Lab Life podcast

--- --

STITCHER

@ A F R E S E A R C H L A B

From the Editor

A Voice in the Silence

I

t was Rev. Dr. Martin Luther King Jr. who said, “Our
lives begin to end the day we become silent about things

that matter.” In this issue, we celebrate those voices piercing
the silence to challenge the status quo on accessibility and
inclusion. According to recent numbers from the Bureau of
Labor Statistics, 19.1 percent of people in America living
with disabilities were employed in 2021, as opposed to 63.7

percent of those not living with disabilities. Things needs to shift, now. It’s our goal
and mission to continue being a part of and celebrating voices of change in our

Connect
with us:

Ii

@DIVERSEabilityMagazine

fffl
@DIVERSEabilityMagazine

communities.
And this month’s cover story, Mandy Harvey, is a deaf singer who has used her

@DIVERSE_ability

voice to make a difference. Rising to star status after she wowed the country singing
barefoot on the stage of America’s Got Talent, Harvey has dedicated her career to
creating more inclusive spaces for artists and art lovers alike. “There are so many
ways to be more inclusive, but it has to be a thoughtful choice and not just wishing
things were better,” said Harvey whose newest album, Paper Cuts, features ASL
music videos and multilanguage captions for every song. She travels to businesses
and venues, bringing awareness to opportunities to create better accessibility while
also visiting schools to talk to students about never giving up on their dreams and
finding strength in their differences. “More people are feeling like they have the ability
to share their barriers with less fear of discrimination…we live in a world where we
benefit immensely from diverse communities.” For more, read her story on page 72.
For the inclusivity-conscious employer, we encourage you to learn more about how
you can implement safety and inclusion in your workspaces on page 66. If you’re
wondering about the how’s, when’s, where’s and why to disclose your disability at
work, take the opportunity to read our advice guide on page 26. Of course, we also
took the time on page 44 to celebrate the diversity of the film CODA, which featured

@DIVERSEability

Get
this
issue
in the
palm
of your
hand!

a primarily deaf cast and made history by shattering records this award season.
Remember, your voice can be the one that makes a difference and breaks the silence.

Tawanah Reeves-Ligon
Editor, DIVERSEability Magazine
8 | DIVERSEability Magazine | www.diverseabilitymagazine.com
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At Leidos, we celebrate the contributions of our amazing colleagues with diverse abilities and are always open to
beautiful minds we may be missing. In 2021, we were honored as a NOD Leading Disability Employer, inspiring us
to do more and fueling our commitment to the ongoing pursuit of truly diversely able and inclusive teams. Lean into
difference with us as we continue our journey to a better future for all.

JOIN US:

careers.leidos.com/DM
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7 Ways to Deal with Work Stress

N

o matter what industry you’re in or what
position you hold, every job comes with
its fair share of stresses. Stress occurs when
you feel like the demands placed on you —
such as work, school or relationships — exceed your ability to cope. It can be a reaction to a short-lived situation, such as being
late for a meeting, or it can last a long time
if you’re dealing with a home life situation,
money problems or other serious situations
while trying to keep up to date with your
work. While some stress can be beneficial,
such as stress that motivates you to perform
well in some areas, long-term, untreated stress
is linked to serious health concerns, including
depression, heart disease, obesity and a weak-

ened immune system.
Since 2007, the American Psychological
Association’s annual Stress in America survey
has found that women consistently report
higher stress levels than men. We don’t know
whether this is because women often have
more demands on them than men, such as frequently taking on more family responsibilities
or because women experience stress differently. But it’s clear that if we don’t find better
ways to manage our stress, chronic stress can
have physical and emotional consequences.
Stress can cause irritability and sleep issues, changes in appetite, headaches, stomachaches, intestinal problems, nervousness
and excessive worry, sadness and depression.

12 | DIVERSEability Magazine | www.diverseabilitymagazine.com

It can also negatively influence a woman’s
ability to get pregnant, the health of her pregnancy and how she adjusts after giving birth.
Stress can similarly affect menstruation, reduce sexual desire and worsen premenstrual
symptoms.
For anyone juggling many responsibilities,
it might seem challenging to find time to manage stress adequately. People with high stress
levels may try to manage their stress in unhealthy ways, such as over- or under-eating,
drinking alcohol or lying around the house.
The good news is there are effective ways to
manage stress and keep our mental health in
check. Here are seven smart ways to care for
your mental health:
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Air Force Civilian Service (AFCS) is made stronger by its diversity. We strive to provide a truly accommodating and
inclusive workplace that optimizes collaboration by maximizing accessibility through technological innovation. After
all, it’s your tremendous potential that allows us to realize ours. Because when you reach deep within yourself, you
bring out the very best in us. Come, make a future with AFCS.

AFCivilianCareers.com/Find-A-Job | #ItsACivilianThing
Equal Opportunity Employer. U.S. citizenship required. Must be of legal working age. Positions may require a Security Clearance.
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u

Track your stressors. Use a journal to
identify which situations create the most
stress and how you respond to them. Record
your thoughts, feelings and information about
the environment, including the people and
circumstances involved, the physical setting
and how you reacted. Taking notes can
help you find patterns among your stressors
and your reactions to them so that you can
develop a plan to manage your stress.

v

Tap into your support system. Reach
out to family or friends. Your friends or
family members may have tackled similar
challenges and have useful ideas and
perspectives. There is no need to face
challenging life circumstances alone. Support
from family or friends may help you start and
continue to take better care of yourself.

MAKE YOURSELF
ESSENTIAL.
MAKE YOUR
MOVE TO USS.
NOW HIRING FOR MULTIPLE POSITIONS:
CDL & Non-CDL Driver
Dispatchers
General Yard Support

Sales Representatives
Call Center Agents

FIND OPEN POSITIONS NEAR YOU
UnitedSiteServices.com/Careers
14 | DIVERSEability Magazine | www.diverseabilitymagazine.com
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Make one health-related commitment. Do
what you can to boost your health so that
you have the energy and strength to tackle
the challenges you are facing. One small
step, like cutting back on excessive snacking,
can have a positive effect. Similarly, a brisk
walk or other aerobic activity can increase
your energy and concentration levels
and lessen feelings of anxiety. Physical
activity increases your body’s production of
good-feeling endorphins and decreases the
production of stress hormones.

x

Manage your
devices. People who report
constantly checking email
or social media typically
report more stress. Give
yourself a break over
the weekend and in the
evenings. Put your phone
to bed before you go to
bed.

y

Enhance your sleep quality. Those
who are chronically stressed often
suffer from a lack of adequate sleep
and, in some cases, stress-induced
insomnia. Begin winding down
an hour or two before you sleep
and engage in calming activities
such as listening to relaxing music,
reading an enjoyable book or
practicing relaxation techniques like
meditation.

EQUAL
OPPORTUNITY
EMPLOYER

{

Seek additional help. If you
continue to feel overwhelmed or
are having trouble getting through
your daily routine, seek help
from a licensed mental health
professional, such as a psychologist.
Psychologists are trained to help you
develop strategies to manage stress
effectively and make changes to help
improve your overall health.

Source: Office of Women’s Health
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Race.
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Religion.
Sexual orientation.
Gender identity.
National origin.
Disability.
Vet.
To us, it’s not the fine print.
MS-5888
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Set limits. List the projects
and responsibilities that
are making you feel
overwhelmed. Identify
which commitments are
priorities and cut back
on anything nonessential
to lessen chronic stress.
Refrain from accepting any
more obligations until you
feel your stress is under
control.

We’re hiring. www.rand.org/jobs
Santa Monica, CA • Washington, DC • Pittsburgh, PA • Boston, MA

Diferences wanted.

At Wellmark Blue Cross and Blue Shield, diferences
aren’t just welcome – they’re wanted. Because we know
that a diversity of experiences, ideas and cultures leads
us to become our best. And we believe our members
throughout Iowa and South Dakota deserve the absolute
best. If you want to make a diference in the lives of
others, we could be the place for you.
Learn more at
wellmark.com/careers

Wellmark.

+~

Wellmark Blue Cross and Blue Shield of Iowa, Wellmark Health Plan of Iowa, Inc., Wellmark Value Health Plan, Inc.
and Wellmark Blue Cross and Blue Shield of South Dakota are independent licensees of the Blue Cross and Blue Shield Association.
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On a New
Career Path?

•

e

Start
Where
You Are

•S

ometimes, leaving the workforce due to a disability
means that when you’re able to try working again,
the job or career you once had is no longer possible. If
you find you want to work but you’re unable to return
to your previous profession, changing careers is the next
logical step.
If you’re unsure where to start your career change,
we have some tips to help you figure out where your
return to work may lead. Once you decide on a new career path, it’s time to prepare for your hunt for a new
job. You may be transitioning to a different type of work
within your field or even a new discipline entirely, but
that doesn’t necessarily mean you have to start over
from scratch. Here are some ways to make yourself a
strong job candidate.

Identify Your Transferable Skills

When you’re looking for a new type of job or career,
it can be discouraging to learn that the requirements listed in a job posting don’t directly match your experience.
That shouldn’t stop you from applying. You may have
the skills and experience the employer is looking for
even though you took a different path to get those skills.
For example, you may have “transferable” skills
that hiring managers want for all types of positions
— from customer service representatives to manage-

16 | DIVERSEability Magazine | www.diverseabilitymagazine.com
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Colgate-Palmolive is a $15.5 billion global company.
Since 1806, we’ve been creating products that build
brighter futures for everyone – our consumers,
employees, partners and the communities we call home.
We are truly global. Our diverse backgrounds and
perspectives help us respond to the needs and
aspirations of the many millions of people we serve
worldwide. We work together globally to perform at our
best locally, always with unwavering integrity.
We see every day as an opportunity to improve on the
last. We harness the latest advances in science and
technology to deliver innovative products and advance
the way we make and deliver them.
If you would like to learn more about Colgate-Palmolive,
please visit our website at www.ColgatePalmolive.com.

c;,

COL.GATE-,.ALMOLIVE COMP.ANY

Colgate is an equal opportunity employer and all qualiﬁed applicants will receive
consideration for employment without regard to race, color, religion, sex, gender
identity, sexual orientation, national origin, disability status, protected veteran
status, or any other characteristic protected by law.
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ment positions. Soft skills such as communication, working in a team or time management are essential for anyone working in a
collaborative environment.
Even some technical skills can help you
move more easily between industries. A basic understanding of Microsoft Office, project
management principles or writing skills can
be useful in a variety of workplaces.
If you need help figuring out what skills
you’ve gained during your time in the workforce or volunteering, Career OneStop has

a helpful tool to identify the transferable
skills that you can highlight during an interview.

Build Your New Network

Unless you’re one of the lucky few, looking
for a new job may take some time. Changing
jobs may mean working within a different
industry. While you’re applying for jobs and
waiting for interviews, networking can help
you find new opportunities and show people
you’re looking to try something new.

Attending career fairs, alumni meet and
greets or reaching out to potential new companies for informational interviews helps you
build professional relationships in the industry
before you’ve even had your first day.

Update Your Resume

Adjusting your resume can play an important role in your application process. You know
what new type of work you’d like to try. You
learned from your new friend in the industry
about a company that’s hiring. How do you
show the hiring manager you’re a good fit for
the job?
Not all resumes are equal, and using one
that highlights the transferable skills you have
is an essential tool for your career change.

Your position titles may not match the
traditional path to your new career, but explaining how your skills could be applied to
a new position may help you secure the next
interview. For example, running an elementary school classroom takes strong, clear communication skills and exposure to different
computer programs. A mechanic understands
attention to detail and rapid problem-solving
skills. A nurse can work well under pressure
and with a wide variety of personality types.
Don’t forget an important part of your job
application: your cover letter! To add more
context to your skills and show what a great
fit you are for the new position, customize
your stand-out cover letter to focus on your
experience.
If you find yourself looking to try something new, know you’re not alone. We all start
somewhere, and occasionally we must start
over. It’s not impossible, and there are supports and services available to you if you need
them.
Source: Ticket to Work
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Work with meaning.
Life with balance.

YOUR UNIQUE INSIGHT
CAN HELP US REIMAGINE OUR FUTURE

PNC continues to deliver outcomes on its strategic objective to become the most accessible bank and employer of
choice for individuals with disabilities. We champion a culture where employees feel confident presenting their ideas and
are valued for the skills and abilities they bring to the workplace. Fostering an award-winning culture of inclusion and
educating our employees come second nature to us. We are proud of the barrier-free experiences we work to create daily
for our customers and employees through non-apparent disability awareness.

Educating Our Employees

Raising Awareness

Attracting The Best

We launched our flagship All
Access Learning Journey to help
employees learn practical tips
for interacting with colleagues
or customers who may have a
disability - this journey includes
a focus on non-apparent
disabilities.

We want to enable every employee
to bring their whole self to work and
to thrive in their career. That means
supporting their total well-being,
and mental health is a big part of
that experience. We offer webinars
to provide insights and awareness,
plus free resources such as
counseling services for employees
and their family members.

We partner with strategic
disability-focused organizations
who help support our disability
inclusion and hiring strategies. We
are collectively creating pathways
for people with disabilities to
showcase their unique skills and
grow their careers with us in
meaningful ways. Join us and help
shape our future.

Visit www.pnc.jobs to learn more about our culture and career opportunities.

0:1

......

BEST PLACE TO WORK FOR N
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100% DISABILITY EQUALITY INDEX

PNC provides equal opportunity to qualified persons regardless of race, color, sex, religion, national origin, age, sexual orientation, gender identity, disability, veteran status, or other categories protected by law.
© 2022 The PNC Financial Services Group, Inc. All rights reserved. PNC Bank, National Association. Member FDIC
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Taking a Service Animal to a Job Interview:

What’s the Protocol?
By Linda Carter Batiste

I

ssues related to service animals in the workplace continue to confuse both employers
and the individuals with disabilities who use
the service animals, but one of the most confusing issues is whether a job applicant has
a right to take a service animal to a job interview. The answer depends on whether the
interview is part of a public event, such as a
job fair or a private, one-on-one interview in
the employer’s place of business. Why does it
matter whether the job interview is public or
private? It matters because there are different
rules under the Americans with Disabilities
Act (ADA) related to service animals in public places versus places of employment.
Public job fairs are typically covered by
title II (state and local government) or title
III (public accommodations) of the ADA, depending on who sponsors the fair. They are
usually open to anyone who wants to attend,
so they are considered public. Under titles II
and III of the ADA, individuals with disabilities attending a public job fair have a right to

take their service animals with them according to Department of Justice guidelines.
The ADA’s title I (employment) applies for
private, one-on-one job interviews, assuming
the employer has at least 15 employees. Under

There are about
500,000 service
dogs in the U.S.
(Share America, Atlasdog.org 2022)

title I, individuals with disabilities do not have
an automatic right to bring a service animal
to a job interview. Bringing an animal into
an employer’s place of business is a form of
reasonable accommodation. The job applicant
must ask to bring the service animal to the in-

terview, and the employer must consider the
request. However, there may be state laws related to service animal access that require employers to automatically allow job applicants
to bring a service animal to the job interview.
But what should an employer do if a job applicant shows up with a service animal without prior approval? From a practical standpoint, the best thing might be to go ahead and
conduct the interview if possible and then
discuss the service animal if the applicant is
offered the job. This way, the employer focuses on the job applicant’s qualifications rather
than the employee’s disability. In some cases, the employer might need to ask about the
service animal as part of determining whether
the applicant is qualified. For example, if the
applicant is applying for a food service job,
there will be work areas where the service
animal is not allowed, and the employer may
need to make sure the applicant can perform
the job without the service animal present at
all times. For purposes of the job interview,
this discussion should be brief and focused on
job performance.
For job applicants with disabilities who use
service animals, there are a couple of different
options for the job interview. First, the applicant can notify the employer that they use a
service animal and ask whether the service
animal can be used during the job interview.
Applicants should be prepared to provide
medical documentation if the employer requests it. Under the ADA, employers are
allowed to require medical documentation
when an applicant or employee requests an
accommodation and the disability or need for
accommodation is not apparent or previously
documented. Some employers try to minimize
medical documentation related to accommodation requests for job interviews. Hopefully,
applicants will not be required to provide any,
but it is good to be prepared.
The other option is to not use the service
animal during the job interview. While some
people always need their service animal with
them, others are able to be without the service
animal for brief periods. They might prefer to
talk with an employer about using the service
animal after a job offer is secured.
More information can be found at ada.gov.
Source: Job Accommodation Network
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Equitable AI in 10 Plays
A Guide for Employers
Peatworks.org/AIplaybook
Whether you are new to the topic, or your organization already has a
program in place, PEAT’s Equitable AI Playbook can help you design
and cultivate Equitable AI practices in your organization to support
people with disabilities. Follow these 10 action-oriented plays to
design, develop, implement, and foster Equitable AI policies and
programs and contribute to a more inclusive workplace.

Playbook Outcomes
1

Build a solid foundation for your initiative

2

Plan stakeholder involvement

3

Ensure your initiative thrives

Create a business case, set a vision, identify
stakeholders, establish AI principles, determine
ownership, and craft a formal policy.

Engage, activate, enable, and train stakeholders
while using effective internal and external
communication strategies.

What Is
Equitable AI?
Equitable AI is artificial
intelligence (AI)
technology intentionally
designed, developed,
and implemented
to result in
equitable
outcomes for
everyone

Govern and manage risk, measure results, and continue
to build a more equitable workplace.

Why Is Equitable AI
Important?

The Consequences of Bias

Organizations often use AI
to screen job candidates
and streamline recruitment
efforts. While AI can help
to expedite the hiring process,
organizations must carefully plan how it is
used to avoid bias against current and future
employees, including people with disabilities.

Ei~A-P .
g a future that works

AI tools can exclude candidates at each stage
of the talent acquisition process. For example,
some interviewers use screening software
that tracks eye movement to determine if a
job candidate is engaged. This software may
reject a qualified candidate who is
blind or visually impaired. While
it is not the intended outcome
of the technology, bias in AI is a
common consequence.

The Partnership on Employment & Accessible Technology (PEAT) is
funded by the Office of Disability Employment Policy (ODEP), U.S.
Department of Labor and supported by Wheelhouse Group.
PeatWorks.org

hello@peatworks.org

@PEATWorks
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The Employee’s Practical Guide to
Requesting Accommodations
A

sking for job accommodations can be
difficult, especially if you’ve never done
it before or believe that your accommodation
might be “too cumbersome.” Luckily, the
ADA has protections in place that might allow you to ask for more than you think. Here’s
what you need to know:

My Employer and the ADA:

The ADA is a federal civil rights law passed
in 1990 and went into effect beginning in
1992. Its purpose is to protect people with disabilities from discrimination in employment,
in the programs and activities offered by
state and local governments and in accessing
the goods and services offered in places like

stores, hotels, restaurants, football stadiums,
doctors’ offices, beauty parlors and so on.
The focus of this guide is Title I of the
ADA, which prohibits discrimination in employment and requires employers to provide
reasonable accommodations for employees
with disabilities. Only “covered entities” must
comply with Title I of the ADA. The term covered entities includes private employers with
15 or more employees, state and local government employers, employment agencies, labor
organizations and joint labor-management
committees. Federal executive agencies are
exempt from the ADA, but they must comply
with the Rehabilitation Act of 1973, which is
almost identical to the ADA.

Requesting an
Accommodation:

You can request an accommodation at any
time during the application process or while
you are employed. You can request an accommodation even if you did not ask for one when
applying for a job or after receiving a job offer. In general, you should request an accommodation when you know that there is a workplace barrier that is preventing you, due to a
disability, from competing for a job, performing a job, or gaining equal access to a benefit
of employment like an employee lunchroom
or employee parking. As a practical matter, it
is better to request an accommodation before
your job performance suffers or conduct problems occur because employers do not have to
rescind discipline that occurred before they
knew about your disability.
According to the EEOC, you only have to
let your employer know that you need an ad-

“The ADA has
protections in place
that might allow you
to ask for more than
you think.”
justment or change at work for a reason related to a medical condition. You can use “plain
English” to make your request, and you do not
have to mention the ADA or use the phrase
“reasonable accommodation.”
Here are some examples:
● Example A: An employee tells her
supervisor, “I’m having trouble getting
to work at my scheduled starting time
because of medical treatments I’m
undergoing.” This is a request for a
reasonable accommodation.
● Example B: An employee tells his
supervisor, “I need six weeks off to get
treatment for a back problem.” This is a
request for a reasonable accommodation.
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Are you
ABLE eligible?

● Example C: A new employee, who uses a wheelchair,
informs the employer that her wheelchair cannot fit
under the desk in her office. This is a request for a
reasonable accommodation.
● Example D: An employee tells his supervisor that
he would like a new chair because his present one is
uncomfortable. Although this is a request for a change at
work, his statement is insufficient to put the employer on
notice that he is requesting a reasonable accommodation.
He does not link his need for the new chair with a
medical condition.
Requests for reasonable accommodation do not have to be
in writing, so you can request accommodations in a face-toface conversation or using any other method of communication. Your employer may choose to write a memo or letter
confirming your request or may ask you to fill out a form or
submit the request in written form, but the employer cannot
ignore your initial request. However, you may want to put
your request in writing even if your employer does not require it. Sometimes it is useful to have a paper trail in case
there is a dispute about whether or when you requested accommodation.

l(BLE now
Tax-advantaged savings accounts that
won’t impact certain disability benefits

ABLEnow.com/eligibility
r-------------,
Enter to win
$500 toward ABLEnow
at ABLEnow.com/win
L

See website for details and o”cial rules

_____________

.J

What Can I Request?

In general, an accommodation is any change in the work
environment or in the way things are customarily done that
enables an individual with a disability to enjoy equal employment opportunities. Under the ADA, employers are required
to provide “reasonable” accommodations for employees with

Call 1-844-NOW-ABLE or visit ABLEnow.com to obtain information on the program.
Seek the advice of a professional concerning any fnancial, tax, legal or federal
or state beneft implications related to opening and maintaining an ABLEnow account.
Participating in ABLEnow involves investment risk including the possible loss of principal.
ABLEnow is administered by Virginia College Savings Plan. For non-Virginia residents:
other states may sponsor an ABLE plan that oƒers state tax or other benefts not
available through ABLEnow. ©2022 Virginia College Savings Plan. All Rights Reserved.
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Diversity, when coupled with
inclusion, makes our world a
better place. It brings
innovation and intelligence
that makes all of our
businesses more proftable.
CS5022

Fifth Third Bank is passionate about
our diversity work and engaging with
our community partners to make
deeper connections that positively
impact inclusion across our footprint.

Learn more about our careers
at: www.53.com/careers.

FIFTH THIRD BANK
To learn more about our diversity and inclusion at Fifth
Third Bank, please visit 53.com/diversity
Fifth Third Bank is proud to have an engaged and inclusive culture and to promote and ensure equal
employment opportunity in all employment decisions regardless of race, color, gender, national origin,
religion, age, disability, sexual orientation, gender identity, military status, veteran status or any other
legally protected status. Fifth Third Bank, National Association. Member FDIC. Equal Opportunity Employer.
CS5022
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disabilities. Therefore, you can request any accommodation
that is considered “reasonable.”
Here are some examples of reasonable accommodations
from the EEOC:
● making existing facilities accessible
● job restructuring
● part-time or modified work schedules
● acquiring or modifying equipment
● changing tests, training materials or policies
● providing qualified readers or interpreters
● reassignment to a vacant position
● medical leave
● work at home
The following are not considered forms of reasonable
accommodation and therefore not required under the ADA:
● removing or eliminating an essential function from a
job
● lowering production standards
● providing personal use items such as a prosthetic
limb, a wheelchair, eyeglasses, hearing aids or similar
devices if they are also needed off the job
Note: While employers are not required to eliminate an
essential function, lower a production standard or provide
personal use items, they can do so if they wish.
The only limitation on an employer’s obligation to provide reasonable accommodations is that no such change or
modification is required if it would cause “undue hardship”
to the employer. “Undue hardship” means significant difficulty or expense and focuses on the resources and circumstances of the particular employer concerning the cost or
difficulty of providing a specific accommodation. Undue
hardship refers not only to financial difficulty but to reasonable accommodations that are unduly extensive, substantial
or disruptive, or those that would fundamentally alter the
nature or operation of the business. An employer must assess on a case-by-case basis whether a particular reasonable
accommodation would cause undue hardship.

What if My Request is Denied?

If your employer denies your request, try to find out why
so you know what to do next. For example, if your employer denied your request because your medical information
did not show that you have a disability, you can provide
additional information. Or, if your employer decided that
the accommodation you requested would pose an undue
hardship, you may want to suggest other options.
If you do not think your employer had a valid reason to
deny your request, or the employer will not tell you why the
request was denied, you have options. You can appeal the
decision by going up the chain of command, filing a grievance with your union if you have one, or filing a complaint
with the EEOC or your state enforcing agency.
Source: Job Accommodation Network
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The Why, When, What and How
of Disclosing Your Disability
E

very job seeker with a disability is faced with the same decision:
“Should I or shouldn’t I disclose my disability?” This decision may
be framed differently depending upon whether you have a visible disability or a non-visible disability. Ultimately, the decision of whether to
disclose is entirely up to you.

Why Disclose in the Workplace?

When you leave school and enter the workforce, many aspects of
your life change; among the many differences is the requirement to
share information about your disability if you want your employer to
provide you with reasonable accommodations. In school, if you had an
individualized education program (IEP), as required under the Individuals with Disabilities Education Act (IDEA), information about your disability and the accommodations you needed followed you from grade
to grade. When you enter the workforce, the IDEA no longer applies to
you. Instead, the Americans with Disabilities Act (ADA) and the Rehabilitation Act protect you from disability-related discrimination and
provide for meaningful access. The laws require that qualified applicants and employees with disabilities be provided with reasonable accommodations. Yet, to benefit from the ADA and the Rehabilitation Act,

Grow Your Career with Urban

you must disclose your disability since an employer is only required to
provide work-related accommodations if you disclose your disability to
the appropriate individuals.

When to Disclose Your Disability

There is no one “right” time or place to disclose your disability.
Select a confidential place to disclose and allow enough time for the
person to ask questions. Do not dwell on the limitations of your disability. You should weigh the pros and cons of disclosure at each point
of the job search, recruitment and hiring process and make the decision
to discuss your disability when it is appropriate for you. Consider the
following stages:
● In a letter of application or cover letter
● Before an interview
● At the interview
● In a third-party phone call or reference
● Before any drug testing for illegal drugs
● After you have a job offer
● During your course of employment
● Never

we create environments that
enhance human potential

Behind every built environment, there’s an engineering
solution at work. Urban Engineers problem-solves, plans,
and designs with clients across the country to enhance
how people live, work, and play.

urbanengineers.com/careers
An Equal Opportunity Employer

Chamia Greene

Paralegal
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How to Disclose your Disability

Preparation is essential for disclosing your disability. Effective disclosure requires discussing your needs and providing practical suggestions for reasonable job accommodations if needed. One way to
become comfortable with discussing your disability is to find someone you trust and practice the disclosure discussion with that person.
The two of you can put together a disclosure script. It should contain
relevant disability information and weave in your strengths. Always
keep it positive!

What to Disclose About Your Disability

There is no required information to share about your disability. It
will be different for everyone. For example, if you have an apparent
disability, it is often beneficial to address how you plan to accomplish
tasks required by the job. This can affirm to the employer that you
are suited for the position. Additionally, by demonstrating your ease
and comfort with the job requirements, you can relay to the employer
other traits that are desirable in an applicant. A person with a hidden
disability, on the other hand, will first need to decide whether to disclose the disability and subsequently determine what information to
share about the disability. Generally, if you choose to disclose, it is
most helpful to share the following:
● General information about your disability
● Why you are disclosing your disability
● How your disability affects your ability to perform essential job
tasks
● Types of accommodations that have worked for you in the past
● Types of accommodations you anticipate needing in the
workplace

To Whom to Disclose Your Disability

Disclose your disability on a “need-to-know” basis. Provide further details about your disability as it applies to your work-related
accommodations to the individual who has the authority to facilitate
your accommodation request. Consider disclosing to the supervisor
responsible for the hiring, promoting and/or firing of employees. This
person needs to be informed of your disability-related needs to provide the necessary support and judge your job performance fairly.

BUILD
A BETTER
PHILADELPHIA

CREATE
A CAREER
THAT MATTERS

America’s natural gas industry is
growing fast. With new technologies
and new products it’s leading the
charge to a cleaner, greener future.
We’re PGW – the country’s biggest
municipal natural gas company –
and we’re building a better energy
economy for all.
Our award-winning teams are
engaged, determined, and rewarded.

Disclosure Protections and Responsibilities

As a person with a disability, you have disclosure protections as
well as significant responsibilities to yourself and your employers.
You are entitled to:
● Have information about your disability treated confidentially and
respectfully.
● Seek information about hiring practices from any organization.
● Choose to disclose your disability at any time during the
employment process.
● Receive reasonable accommodations for an interview.
● Be considered for a position based on your skill and merit.
● Have respectful questioning about your disability to determine
whether you need accommodations and what kind.
You have the responsibility to:
● Disclose your need for any work-related reasonable
accommodations.
● Bring your skills and merits to the table.
● Be truthful, self-determined and proactive.

Make today the day you
make your move to PGW.

Visit pgworks.com/careers

Source: Department of Labor
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Bridging the Gap:
Autism Acceptance Month

Dan
Aykroyd

Best known for his work on hit films such
as Ghostbusters and The Blues Brothers,
Dan Aykroyd is a comedic actor and performer with Asperger’s Syndrome. In fact,
Aykroyd credited his Asperger’s as one of
the main motives to create Ghostbusters,
as his love for the paranormal was one of
his restricted interests. Along with the hit
franchise, Aykroyd is also responsible for
co-founding the House of Blues chains,
serving as a former reserve commander, fundraising money and resources for
important causes and becoming involved in
archeological digs and presentation through
the Philip J. Currie Dinosaur Museum.
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pril has widely been
known as “Autism Awareness Month” in the United
States as a way to empower
autistic individuals and their
families. But now, the autism
community is calling on all
media outlets to shift their
language to match the growing
need for acceptance within
the community. The Autism
Society of America, along with
leading disability organizations across the country, is
announcing that it is formally
shifting references of “Autism
Awareness Month” to “Autism
Acceptance Month” and is
calling on the media to reflect
this in their ongoing coverage.
The shift in the use of
terminology aims to foster
acceptance to ignite change
through improved support
and opportunities in education, employment, accessible
housing, affordable health care
and comprehensive long-term
services.
“While we will always work
to spread awareness, words
matter as we strive for autistic
individuals to live fully in all
areas of life,” says Christopher
Banks, president and CEO of
the Autism Society of America.
“As many individuals and families affected by autism know,
acceptance is often one of the
biggest barriers to finding and
developing a strong support
system.”
In honor of Autism Acceptance Month, we are taking
a look at some of the most
influential public figures with
autism and how they fostered
change and acceptance.

NOAM GALAI/GETTY IMAGES

A

Kayla
Cromer

A lead actress in the television show, Everything is Gonna Be Okay, Kayla Cromer
became the first autistic actor to play an
autistic main character in television history.
Cromer has since used her platform to share
her personal experiences with autism both
through her character, Matilda, and through
her social media. Along with being an actress, Cromer is an activist for the community, with specific passions for representation in
media and in ending the stigmas surrounding
individuals with autism. “Autism doesn’t
define me,” Cromer told PEOPLE in 2021,
“I hope to open more doors for people in the
disability community. And I’m so excited for
the future.”

Dr. Temple
Grandin

JOHN LEYBA/THE DENVER POST VIA GETTY IMAGES

American scientist and animal behaviorist, Dr. Temple Grandin, is one of
the most well-known animal scientists
and autism spokespeople of today. Dr.
Grandin has been documenting her
experiences with autism for years, writing
several books that broke the stereotypes
and stigma that surrounded neurodiverse
individuals, advocated for early diagnoses
and taught teachers how to be supportive
for their autistic students. Dr. Grandin
also contributed significantly to the
science of livestock handling, where she
studied the best methods of care in animal
handling and welfare. Her studies have
won her several recognitions including
an induction into the American Academy
of the Arts and Sciences and the National
Women’s Hall of Fame.

Entrepreneur and businessman,
Elon Musk has been one of the
minds behind great technological
change in today’s world. He is the
founder of SpaceX, an aerospace
manufacturer, and the owner of
Tesla Inc., which produced one of
the first widely used electric car
brands of today. While hosting
Saturday Night Live in May
2021, Musk publicly spoke about
his experience with Asperger’s
Syndrome during his opening
monologue. In fact, Musk is the
second person with Asperger’s to
ever host the show, right behind
former SNL alumni, Dan Aykroyd.
His openness with his experiences
has furthered representation of
autism in the fields of technology
and business.

BRITTA PEDERSEN-POOL/GETTY IMAGES

Elon
Musk
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Greta
Thunberg

In 2018, the world became acquainted
with teenage activist, Greta Thunberg,
who gave an address to the United
Nations Climate Change Conference,
urging world leaders to support climate
justice. Now, at 19 years old, she is not
only one of the biggest advocates in the
world for climate justice, but for individuals with autism. Having Asperger’s
herself, Thunberg has vocally supported inclusion of people with autism
and how she sees her Asperger’s as a
“super power.” As part of her environmental activism, Thunberg established
the Fridays for the Future movement,
which encouraged children and teens to
take a stand for climate justice. These
movements have not only become a
worldwide phenomenon, but have unintentionally created a community where
young neurodiverse people have felt a
place of acceptance and inclusion.

Anthony Hopkins is far from a stranger to
the acting world. He has been a prominent
actor on the scene since the 1960s and received numerous awards and nominations
for his work from the Academy Awards,
the Emmys and the British Academy of
Film and Television Arts. In 2017, Hopkins announced that he had been diagnosed
with Asperger’s Syndrome, but prefers to
not use the label on his way of thinking,
believing that everyone has different ways
of thinking that makes them unique. He
has, however, credited the symptoms of his
Asperger’s to his creative visions and the
way he acts. Along with his Hollywood
career, Hopkins is involved in several philanthropic efforts that have helped women’s
rights, community efforts, rehabilitation
programs and educational arts programs.
Source: Autism Society of America, Wikipedia, Behavioral Innovations, PEOPLE, Metro

BILL TOMPKINS/GETTY IMAGES

Anthony
Hopkins
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Creating Accessible and
Authentic Interviews:

Standardizing
the Interview
Approach for
All Candidates

J

ob interviews can be stressful for both the
employer and candidate. Some employers
may find themselves to be a little nervous or
uncomfortable when interviewing candidates
with disabilities. To assist employers and job
candidates, it is important to ensure that your
company has standard processes in place to
ensure equal opportunity for all candidates.
Standardized approaches hold everyone to the
same expectations and standards. Company
practices that help to create standard interview
approaches include:

Standardize Processes

● Make your application and interview
portals accessible. Consult the resources
below for more information about digital
accessibility.
● If your company provides any digital preemployment testing, these processes must
be accessible to all applicants.
● Provide the opportunity to self-identify
as a person with a disability in the

●

●

●

●

application and interview stages using
approved forms. Where possible, build
that practice into HR portals to ensure
confidentiality.
Standardize the protocol for inviting
applicants for an interview. Ask all
applicants if they need anything to
participate in the interview process fully,
such as an accommodation.
Assign the reasonable accommodation
request process including follow up to
a designated unit or role within your
organization. Have a standard procedure
to implement requested accommodations.
Confirm all documents needed for the
interview process are accessible by
assigning the task of creating/ensuring
accessible documents to someone
involved in the interview process. Send
accessible documents as a matter of
practice to all applicants.
Identify and use accessible interview
locations across your company (to
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●
●

●

●

include access for people using wheeled
mobility devices, nearby parking,
proximity to an accessible restroom and
an accessible path of travel to and from
the interview).
Verify digital accessibility for online
interviews.
Standardize positions requiring an
employment test, such as those measuring
aptitude, physical agility or specific
skills. Ask all candidates to complete the
assessment, solely testing the functions
that are relevant to the position.
Create a protocol for hiring managers
to share uniform expectations and
descriptions of jobs with all candidates
during the interview process.
Create a process for HR to screen
interview questions put together by a
hiring committee. Make sure that no
inappropriate questions — those that
elicit information about a disability — are
asked.

● Verify that hiring managers focus the
interview on the candidate’s merits, not
whether or not they have a disability.

● Review and update the job requirements,
so they are an authentic and a current
representation of the job. EARN’s
Encouraging Applicants with Disabilities:
Job Descriptions and Announcements
checklist and accompanying explainer
may be helpful in this process.

Unfounded assumptions about what a
candidate with a disability can and cannot
do can lead to discrimination.

Resources

Educate Hiring Managers

● Job Accommodation Network (JAN)
JAN is a no cost, confidential service from the U.S. Department of Labor’s Office of Disability Employment Policy (ODEP) that provides information on job accommodations for
people with disabilities and the employment provisions of the Americans with Disabilities
Act (ADA) and other related legislation.

Whether or not a manager is comfortable
with a disability can shape the candidate’s
experience during the interview process. Providing some basic training about disability
etiquette, the impact of assumptions and company policies that might help a new employee
with a disability feel welcome in their new
role can be extremely helpful. Here are some
recommendations around educating hiring
managers:
● Ensure hiring managers understand
disability etiquette to increase the comfort
level of both managers and candidates.
This training should include a discussion
on how certain candidates may present
themselves during the interview process,
such as not making eye contact.

● Partnership on Employment & Accessible Technology (PEAT)
PEAT’s mission is to foster collaborations in the technology space that build inclusive
workplaces for people with disabilities. PEAT’s vision is a future where new and emerging
technologies are accessible to the workforce by design.
● U.S. Equal Employment Opportunity Commission (EEOC)
The EEOC enforces the ADA’s employment provisions and provides resources that can
answer employers’ questions about how to ensure their hiring process is inclusive of people with disabilities.
• Employment Tests and Selection Procedures
• Job Applicants and the Americans with Disabilities Act (ADA)

Department of Health & Human Services

NOW HIRING

FOOD AND DRUG ADMINISTRATION CENTER FOR DEVICES AND RADIOLOGICAL HEALTH OFFICE OF PRODUCT EVALUATION AND QUALITY is recruiting:

• Scientists
- Microbiologist
- Toxicologist
- Physicist
- Chemist, etc.
• Engineers
- Biomedical
- Materials
- Electrical
- Mechanical
• Physicians
• Math Statisticians
• Consumer Safety Offcers
• Clinical Specialist, Nurses

Salary levels range from $49,157 - $159,286 (plus bonuses for physicians) Scientifc and medical
reviewers in the Offce of Product Evaluation And Quality, assures patients have access to high quality,
safe and effective products throughout the total product lifecycle. In addition to evaluating the safety
and effectiveness of new medical devices prior to their introduction to their marketplace and ensuring
their continued safety and effectiveness after they have reached the marketplace through robust
epidemiological programs and analysis of medical device reports. Additionally, reviewers protect and
promote the public health by evaluating, enhancing and ensuring compliance with medical device laws
through the Recall, Inspection and Audit, Registration & Listing, Allegations of Regulatory Misconduct,
Import, Export, Premarket and Labeling, and Bioresearch Monitoring programs.

Please send Resume or CV to Artillya Maxwell @ artillya.maxwell@fda.hhs.gov

Visit us @ http://www.fda.gov/MedicalDevices/default.htm or www.usajobs.gov
FDA is an Equal Opportunity Employer
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● Teach hiring managers about the
reasonable accommodation process
and other programs that may benefit
employees.
● Confirm that hiring managers understand
that all applicants are to be held to the
same standard.
● Educate hiring managers about what they
can and cannot ask during the interview
process as it relates to disability. Practice
disclosure conversations during an
interview, so they are prepared for what
to do should the topic of disability come
up during the interview.

Accessible Interviews: What You
Need to Know

Companies have an obligation to make reasonable accommodations during the hiring
process to enable candidates with disabilities to participate in the interview process.
Reasonable accommodations should not be

viewed as “special treatment,” rather that
accommodations level the playing field for
those who may need to approach the interview differently in order to best demonstrate
their skills and abilities. Remember that the
goal of the interview is to accurately assess
the candidate’s skills, qualifications and experience for the position they are applying to. A
checklist of best practices to ensure accessible
interviews is provided below.
● Make sure that any accommodations
requested prior to the interview are in
place before the candidate arrives.
● Visit the interview location before
the interview to confirm it meets the
candidate’s access needs.
● Check in with the candidate to see if they
have what they need to participate in the
interview fully once they are on-site.
● Allow service animals to accompany the
candidate to the interview. Do not pet or
distract the service animal.

● Ask job-related interview questions and
those relevant to job functions. Focus on
how the person plans to be effective in
the position.
● Remember that you cannot ask any
questions that are leading to reveal a
candidate’s disability. Instead ask if
the candidate can perform the essential
functions of this job with or without a
reasonable accommodation.
● Any candidate can be asked how they
would perform a particular job task. If
the candidate requires accommodations
to do so successfully, ensure that they are
provided.
Remember to relax. Everyone is a little nervous in an interview situation. Do not let the
fear of making a mistake in etiquette impact
your ability to connect with the candidate.
Source: The Employer Assistance and Resource Network
on Disability Inclusion (EARN)
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Diversity Disparities in Disability:
Accessibility and the Workforce

By John Register

fter my leg was amputated in 1994 due to an accident as I trained
for my third Olympic trials, my thoughts turned to my identity.
I found work quickly. The United States Army Community and
Family Support Center in Alexandria, Va., hired me as a sports specialist
for the Army’s World Class Athlete Program (WCAP). The accommodations afforded me to do my job were met with no resistance.
For many people with disabilities, the road to sustainable work does
not come easy. If the person with a disability happens to be a person of
color, the odds dwindle even more when seeking employment.
Since the signing of the Americans with Disabilities Act in 1990, the
unemployment rate has barely made a tick downward. Still, over 70
percent of people with disabilities who desire to work can’t.
The 2021 Forbes article titled, “Creating A More Accessible And
Inclusive Workplace For People With Disabilities” references the Top
Strategic Predictions for 2020 and Beyond by Gartner, stating that, “by
2023, the number of people with disabilities employed will triple due
to artificial intelligence and emerging technologies reducing barriers to
access.”
Meagan Taylor, a project manager at Deque Systems who has a passion for dismantling systemic barriers to capital and opportunity, writes,
“Employees across industries are quitting their jobs. It is a job-seekers
market, with more than 10 million job openings as of November 2021.
Many of these job seekers have disabilities and were disproportionately
impacted by COVID-related layoffs.” Taylor notes, “Not only is deploying accessible hiring practices the right thing to do — and a requirement under the ADA — but also might mitigate widespread labor
shortages, connecting companies to a large, talented pool of applicants.”
Employers look to hire people with disabilities with a quota mindset
rather than a best for the company mindset. Employers commonly believe the myths that they must:
● Lower work standards to include people with disabilities.
● Backfill work because people with disabilities are more absent.
● Incur expensive accommodation costs.
I noticed the significant lack of representation of people of color in
the disability community when I was in Washington, D.C. and had just
been awarded the Paul G. Hearne Leadership Award for emerging leaders in the disability arena. I received the honor of founding and building
the Paralympic Military Sports Program for the United States Olympic
and Paralympic Committee.
One of the other awardees that night was TyKiah Wright. A brilliant
Black woman who happens to be a wheelchair user and founder/CEO
of WrightChoice, Inc. I noticed both TyKiah and I were in the minority
within this minority population. That is when I realized there are diversity disparities inside of disability.
After reading Joseph Shapiro’s book, No Pity, I recognized that the
disability civil rights movement was birthed from the Black Civil Rights
Movement of the 1960s. The difference between the two movements

INSPIRED COMMUNICATIONS INTERNATIONAL

A

was while Black Americans fought to sit anywhere on the bus, people
with disabilities fought to get on the bus.
When I speak with people who are currently able-bodied, they rarely see the disability community in terms of value add. It is glaringly
apparent that there are vast disparities between people of color with
disabilities and those of the majority population.
Let’s just take health care and couple that with health care in the
United States. According to the Amputee Coalition, about 73,000 lower
limb amputations, which are not related to trauma, are performed on
people with diabetes.
We know, as Dr. Jamila Taylor, the Director of Health Care Reform
and Senior Fellow at The Century Foundation, points out that people of
color face tremendous barriers to accessing adequate health care. The
coronavirus pandemic brought the health disparity these communities
must contend with into laser focus, says BNC News in their show notes
from their episode, “Government Aims to Eliminate Health Disparities,
Achieve Health Equality.”
It is not hard to connect a diversity concern inside of disability.
When building the military sports program, I visited injured veterans
at Walter Reed, Brooke Army and Naval Medical Center San Diego. I
saw a multiracial force healing together from wounds suffered overseas.
Yet, in their rooms I could rarely find a magazine article or see a television ad that showed a balanced representation of all who sacrificed for
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So, how do we tackle the problem of increasing representation?
First, we need to turn inward to ourselves. Ask yourself what is
in your power to increase the representation of marginalized populations in disability.
Second, reworking job descriptions to ensure they are disability-friendly. Again, according to Meagan Taylor, “reframe descriptions to focus on the end skills needed to accomplish goals.”
Third, be proactive. Make sure compensation is equal to those
in similar roles and fits the experience of the person in the role.
Look for ways to use universal design to promote a seamless environment of accessibility.
Erin Jackson, an American Black woman who is the world’s
number one 500m speedskater, stumbled during her Olympic qualifying run. She finished third, which knocked her off of TeamUSA.

Diversity and Inclusion are the
principles that bind us together. At
Alight we are committed to building
a culture where; diversity is visible,
valued and sustained, we drive
awareness, accountability and
community. This commitment extends
to building upon the inclusivity and
diversity of our suppliers whose
business values are aligned with ours.
We are actively pursuing diverse
suppliers to ensure our suppliers
provide competitively high-quality
products and services. To learn more
go to alight.com/supplier-diversity

Alight unlocks enterprise growth for the
world’s most infuential companies with
future ready human capital and business
solutions. Learn more at alight.com.
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Thrive together

“Ask yourself
what is in
your power to
increase the
representation
of marginalized
populations in
disability.”

— John Register,
Paralympic medalist,
combat veteran and CEO
– Inspired Communications
International

Brittany Bowe, an American White woman, won the 500m and
earned the spot.
Bowe, who trains with Jackson, knew that Jackson was the
best chance for the United States to win a medal at the Winter
Olympics. She relinquished her Olympic spot to Jackson.
Jackson competed in the 500m and won the gold medal.
This example demonstrates power and privilege yielding to obtain the performance possible.
Each of us must look to increase our proximity to people inside
and outside of our sphere of influence to ensure we are getting
the best person for each job. It is not different with diversity in
disability.
We in the disability community have to advocate for all.
Finally, there are disparities in disability. Just as there are disparities in a currently able-bodied society, maybe, as we are looking to increase acceptance for people with disabilities, we should
first consider increasing the diversity disparity and embracing
disability.
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How Employers Can Make Their
Spaces More Accessible
By Sheri Byrne

W

hen most people think about accessibility at work, their minds naturally go to
things like wheelchair-accessible bathrooms
and ramps. However, there are way more disability types than just mobility problems, and
there are vastly more important things that
employers can do beyond one-time construction access.

Make sure anything
communicated verbally has
captions

Hearing loss is the most common congenital disability, and it can also be acquired as
a person ages. Having video captions and
real-time captioning built into live events
ensures this group does not get excluded.
Furthermore, captioning benefits many other
groups beyond individuals with hearing loss,
including English Language Learners, people
in noisy environments and people who learn
visually.

Consider the needs of people
with invisible disabilities

Visible disabilities such as wheelchair use
and vision loss only represent about 30 percent of total disabilities. Invisible disabilities,
including dyslexia, autism, ADHD, chronic
medical conditions, disability mental health
conditions and epilepsy, just to name a few,
represent the majority of disabilities but are
frequently left out of the conversation.

Think about lighting, open
office layouts and quiet spaces

Open office layouts can be problematic for
people with disabilities. Some disabilities can
impact people in ways where they won’t be
able to work to their full capacity in noisy,
poorly lit or very brightly lit environments.
“Hoteling” spaces where people don’t have
a dedicated space to work can create barriers
for people with disabilities who need dedicated equipment, don’t do well with continuous
change or have mobility challenges.

Make your environment friendly
for service/emotional support
animals

We’ve come a long way from the days
when guide dogs had to be one of two breeds
and were only for individuals who were blind.
● Seizure dogs can help limit harm to
people with epilepsy and diabetes.
● Hearing dogs can notify people with
hearing loss of environmental sounds like
a phone ringing or a fire alarm.
● Mobility animals can help people walk or
carry/retrieve dropped items.
● Dogs can be a calming influence on
people with autism or PTSD.
You can help your employees with disabilities by showing your commitment to the
presence of service animals by having a wellthought-through policy and process on service
animals in the workplace.

Train your emergency response
team on disabilities

Make sure your emergency response team
is trained on evacuating people with disabilities in an emergency. This includes a plan for
supporting people with physical disabilities
who may not be able to get out if the elevators
are shut down and people who might hide as a
response to chaos and noise.

Make the reasonable
accommodation process simple

When choices are made that don’t consider disability inclusion, employees might
be forced to ask for an accommodation. The
accommodations process can, but shouldn’t
be, onerous involving getting letters from
doctors, disclosing private health details and
arguing for help in an environment that isn’t
always supportive. However, employers can
do things like say, “anything that costs under
$250 will automatically be granted” or create
a catalog of items like Grammarly that can be
automatically ordered without approval. Employees with disabilities won’t be as engaged
if they feel like they have to fight a battle every time they need an item to achieve equality.

Buy, build and use accessible
products and services

If your tools aren’t accessible, you will
force more employees with disabilities to engage in the accommodations process. By creating a process where you prioritize buying,
building and using accessible products and
services, you are sending a message to your
employees with disabilities that you are including them and sending a message to your
vendors that this is an important issue to you.

Have a disability employee
resource group

The employers who are leaders at disability inclusion almost always have a group of
employees with disabilities who make recommendations to staff about how to improve the
company environment and processes for employees with disabilities.
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Strategies and Resources for
Hiring People with Disabilities

S

everal resources can help agencies make
progress towards increasing the employment of people with disabilities. Agencies
should make full use of these resources to tap
into the great potential of people within this
database of candidates.

OPM Chief Human Capital
Officers’ Shared List of People
with Disabilities

Enhance recruitment efforts by using
the Shared List of People with Disabilities —
a free service available to all federal agencies
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to recruit people with disabilities from a wide
variety of professional fields. The Shared List
of People with Disabilities offers the following features:
● Easy faceted search capability with the
option to filter by categories such as

REGISTER TODAY!
AskJAN.org/events/register/2022-webcast-series.cfm
JAN is funded by the Office of Disability Employment Policy, U.S. Department of Labor.

Ask JAN. We can help.

ASKJAN.DRG
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position, degree and clearance type
● Ability to view resumes online
To learn more about the list and browse candidates, create a MAX ID and password and
visit MAX.gov. In addition, agencies may
contact OPM’s Office of Diversity and Inclusion at DisabilityEmployment@opm.gov.

ing programs and can be a good recruitment
resource. Go to the Department of Education’s
Office of Special Education and Rehabilitative Services for more information.

State Vocational Rehabilitation
Agencies and State Disability
Service Agencies

The Ticket-to-Work Program provides people receiving Social Security benefits (beneficiaries) choices for receiving employment
services. Under this program, the Social Security Administration (SSA) issues tickets to

Partner with State Vocational Rehabilitation
Agencies (SVRAs) and State Disability Service Agencies to recruit potential applicants
with disabilities. State Vocational Rehabilitation Agencies provide counseling, evaluation,
training and other services to individuals with
disabilities. These agencies can assist with
information regarding accommodations, effective retention strategies, legal compliance
and training for the agency’s organizations.
Candidates may use SVRAs to obtain proof
of disability. In addition, State Disability Service Agencies, such as state mental health
agencies, frequently have employment train-

MAR 16
MAR 25
APR 6
APR 21
MAY 4
MAY 19
JUN 24
AUG 25
SEPT 08
SEPT 22

Ticket-To-Work Employment
Networks and Employment
One-Stop Career Centers

ORLANDO
MIAMI
CHARLOTTE
BOSTON
PHILADELPHIA
CHICAGO
NEW YORK CITY
DENVER
LOS ANGELES
LAS VEGAS
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SEPT 28
OCT 13
OCT 27
NOV 15
DEC 1

eligible beneficiaries who may assign those
tickets to an Employment Network (EN) of
their choice to obtain employment services,
vocational rehabilitation services or other support services necessary to achieve a vocational goal. One-Stop Career Centers (One-Stops)
were established under the federal Workforce
Investment Act to provide a full range of job
seeker assistance under one roof. One-Stops
are located at a variety of locations in each
state, with more than 3,200 centers across the
country. The One-Stop system is required to
be “universally accessible;” any member of

PHOENIX
SAN DIEGO
DALLAS
HOUSTON
ATLANTA

the general public (including those with disabilities) can access the system and use the
basic, or “core,” One-Stop services.

Rehabilitation Services
Administration

Consult with the Rehabilitation Services
Administration (RSA), a component of the
Department of Education that provides federal
funds in support of the Projects With Industry (PWI) program, the Centers for Independent Living (CIL) program and the Migrant
Seasonal Farm Workers (MSFW) program.
Individuals receiving services from these programs are not always clients of state Vocational Rehabilitation Services programs. Often,
through the provision of independent living
services, individuals with severe disabilities
can reach a level of employment. Agencies
should explore opportunities for outreach
and collaboration with RSA-supported organizations, including rehabilitation programs
for Native Americans, to develop additional
recruiting resources to improve employment
opportunities for persons with disabilities. For

this collaboration to be successful, agencies
should ensure that RSA state agencies understand the types of jobs for which it is recruiting and that they receive timely information
on job openings.

Social Networking

Platforms such as LinkedIn, Facebook and
Twitter can help to recruit individuals with
disabilities and raise awareness of the agency
as an employer. Some social platforms even
have tools to help you perform work-related
procedures to find the right candidate for your
position.

Electronic Mailing Lists

Develop an electronic mailing list of disability advocacy groups in the local geographic area. Remember to send regular email
notices to these organizations with all job
openings. Include a description of the Schedule A authority for people with disabilities and
basic instructions on applying for a federal job
using Schedule A. The notice provides an excellent opportunity to reinforce the agency’s

commitment to become a model employer for
people with disabilities. The human resources offices in field facilities should establish
similar links with local disability advocacy
groups. Rely on the support of your Selective
Placement Coordinator, Disability Program
Manager and other HR and EEO staff to help
with developing the list.

Collaborative Relationships

Seek collaborative recruiting relationships
with community and governmental groups to
improve outreach and access to employment
opportunities for minority individuals with
disabilities.

Colleges and Universities

Many colleges and universities have career
centers and/or disability resource centers that
work with students with disabilities. Agencies
can work with the centers to find qualified
students with disabilities interested in federal
employment who can contribute to the agency’s work.
Source: U.S. Office of Personnel Management
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-An Art Gallery for and by the
FEATURE

Visually Impaired
The First of Its Kind

E

nvision, a leading nonprofit employing
and furthering possibilities for those who
are blind or have low vision, has opened a
first-of-its-kind national permanent gallery
that gives visually impaired artists a stage
to showcase their work. Located in Wichita,
Kan., the Envision Arts Gallery and Community Engagement Center defies the obstacles
faced by marginalized artists who are blind
or visually impaired (BVI) and gives those
with intellectual and developmental disabilities (IDD) as well as sighted and neurotypical
audiences, a chance to experience art through
multiple senses.
As the Gallery space rotates, the exclusive
exhibits will host nationally renowned BVI
and IDD artists such as John Bramblitt, whose
art has been sold in over 100 countries around
the world.
“It’s about something much greater than art.
It’s the foundation of where it all stems from,”
said Sarah Kephart, program manager of
Envision Arts. “Everyone has a story to tell.
Whether you’re sighted or blind from birth or
in an accident, we all want to tell our story.
The sighted world has put perceptions and parameters around what the blind and visually
impaired community wants to do and can do.
Envision is expanding these limits. We help
people realize their potential through self-expression.”
The first Envision Arts Gallery exhibition
has been designed to showcase portraits of the
Envision Arts program’s dedicated artists who
are blind or visually impaired and/or have disabilities. The Main Gallery features inspiring
work from 18 different BVI artists highlighting their stories and success. The Community
Portrait Wall in the Patricia A. Peer Window
Gallery offers an experiential photo exhibit in
which the community can directly engage and
participate — giving an opportunity and dedicated space for conversations about accessibility, diversity, equity and inclusion.
Artist Roshunda Holt’s piece, “Waterfall
with Willow Tree,” is among the first of the

BVI Artist Tomiyo Tajiri poses with
her 3-D ceramic sculpture depicting a Japanese landscape.
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work exhibited. Small and shiny ceramic pieces are combined to create a mosaic landscape
depicting a waterfall that flows into a river
on the horizon in front of a large willow tree.
While the weeping willow tree symbolizes
shade over sadness, the cascading water helps
purify to wash it away and bring in new life.
Its tactile and colorful surface allows people
to touch and experience the artwork with multiple senses other than just vision.
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“Art cannot be put into a box — that’s what
makes it special,” said Holt, who has been
recognized by the American Printing House
for the Blind, Annual Insight Art Exhibition
in Louisville, Ky. “I was diagnosed at 23 with
Retinitis Pigmentosa, which is a genetic condition, so I knew I was going to lose my sight
— but that did not stop me from pursuing art.
And now, I hope I can inspire young artists of
all abilities to never stop creating.”

ENVISION
WHO WEARE
We a,e I 9FOUfl Of artlsts.,,..,.lnd~

ENVISION

Working and arowtn, toOethtr 1ft ow Cl'htlve
explorations and artlatk towneys,

ENVISION

The Gallery is an inclusive destination for intersensory art experiences made by blind, visually
impaired and/or disabled artists.

In addition to showcasing artwork by Envision Arts BVI artists, the Gallery demonstrates a fully accessible environment with
navigational tape on the floor for white cane
users, scannable QR codes with artwork descriptions for screen readers, braille cards and
booklet and a large font printed booklet of all
artwork descriptions. Gallery staff are trained
sighted guides that will help anyone visiting
the gallery as needed.

The Gallery will also feature an Artist
in Residency program designed to connect
the BVI community to other artists working
within the creative community of Wichita.
Members of the program can showcase their
work in the Gallery and work alongside Envision Arts to help reinforce accessibility
more prominently into the art world.
“This has been a dream spearheaded by
Sarah for a long time,” said Michael Monteferrante, president and CEO of Envision.
“Envision is thrilled to bring to life this oneof-a-kind art gallery and what it represents:
inclusion and accessibility to all.”
All proceeds from artwork and
merchandise purchased from the exhibit
directly support the artists and help
fund artistic endeavors for the Envision
Arts program. You can learn more
about the Envision Arts Gallery and
Community Engagement Center by
visiting envisionartsgallery.com or calling
(316) 440-1699.
Source: Envision

Visit the
virtual
gallery
today!
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The Many Firsts of CODA
By Natalie Rodgers

I

indie movie, and people poured their hearts
into it, and it’s just so incredible to see the
movie get recognized on such a big scale.”
Throughout the film’s production, Heder
pushed for the film to be as inclusive and educated as possible. First and foremost, Heder
and the first hire for the film, Marlee Matlin,
were adamant about hiring deaf actors to
play the deaf characters. When studios working with the production showed hesitancy in
hiring deaf actors, Matlin, who is already a
huge name in Hollywood, said that she would
leave the production if the right representation
wasn’t in place. Though having deaf actors
tell the stories of deaf characters isn’t a new
idea, it has been advocated for heavily by the
deaf community to increase representation,
debunk stereotypes and properly tell the sto-

ries of the deaf experience.
“People think that deaf people are monolithic in terms of how they approach life and
this film bursts that myth, but to burst that
myth, it had to be told as authentically as possible,” Matlin told the Los Angeles Times in
regards to CODA, “And it’s strange because
studios clearly have the ability to greenlight a
film and cast whomever they want, and there
continues to be a lack of awareness that you
can tell universal stories with deaf characters.”
Matlin’s persistence in using deaf actors to
tell deaf stories led to hiring the film’s other
deaf leads, Daniel Durant and Troy Kotsur,
who play Ruby’s brother and father. The
choice to use deaf actors to play deaf characters was praised by fans both in and out of the
community and achieved a significant record

MIKE COPPOLA/GETTY IMAGES

n 2021, Apple TV released the movie
CODA, a coming-of-age film focusing on
the life of Ruby Rossi, the only hearing member of her all-deaf family. The film was not
only praised for its incredible story and performances but for its overall representation
of the deaf community and its utilization of
using deaf actors to play deaf characters. Now,
what was once considered an “indie film” has
become a roaring success, securing several
wins and firsts with the Academy Awards for
Best Picture, Best Supporting Actor and Best
Adapted Screenplay.
“I’m just stunned. I’m so moved. I’m so
proud of this cast and this crew,” Sian Heder
told Deadline when the film was nominated,
including her nomination (eventual first win)
for Best Adapted Screenplay, “It was a little

Troy Kotsur, winner of the Best Supporting Actor award poses in the press room during the 94th Annual Academy Awards.
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(L-R) Emilia Jones, Daniel Durant, Marlee Matlin, Troy Kotsur and Eugenio Derbez pose with their awards for Outstanding Performance by a Cast in a
Motion Picture during the 28th SAG Awards.

of firsts over the past year. CODA marks the
first time in the Academy Awards’ 96-year-old
history that a film with a predominately deafled cast was nominated for Best Picture as
well as its first win. It’s also the first film from
a streaming service to win for Best Picture at
the Oscars.
The dedication to casting deaf actors in
CODA also led to another Oscar first with
Troy Kotsur’s win for Best Supporting Actor.
Kotsur, who plays Ruby’s dad, Frank Rossi,
in the film, is the first deaf man to win an
Oscar. He is also the first deaf person to be
nominated for the Supporting Actor category
and only the second to be nominated for an
Academy Award. Coincidentally, the first deaf
person to ever be nominated for and win an
Oscar was Kotsur’s co-star, Marlee Matlin, in
1986. Kotsur is also the first deaf male actor
to receive an Oscar, a BAFTA Award, a SAG
Award, a Film Independent Spirit Award and a
Critics Choice Award in the Supporting Actor
category.
“I can still remember watching Marlee win
her Oscar on television and telling friends I

was going to get nominated one day and them
being skeptical,” Kotsur stated after his nomination, “I would like to thank everyone for
this huge honor. I am stunned.”
Along with its casting choices, the film was
also heavily inclusive through its use of and

“I just wanted to say
this is dedicated to the
deaf community, the
CODA community
and the disabled
community. This is our
moment!”

— Troy Kotsur,
Academy Award acceptance speech

education towards American Sign Language
(ASL). One of the ways Heder did this was
by hiring individuals fluent in ASL to work
on the film’s crew. Besides a group of rotating
ASL interpreters who facilitated communica-

tion between those who used ASL and those
who didn’t, Heder was accompanied by two
directors who knew how to sign. According
to Matlin, many of the film’s cast and crew,
including Emilia Jones, took the time to learn
ASL to foster a sense of inclusion on set.
In addition to making Oscar’s history, the
film has been awarded and nominated for an
array of other prestigious awards such as the
Gotham Awards, the PGA Awards, the Golden
Globes, the SAG Awards and the Critics’
Choice Movie Awards. At the Sundance Film
Festival, the Apple streaming service production took home an unprecedented four
awards, making it the first top Sundance winner to achieve an Oscar for Best Picture. This
movie has proven to be a huge success, shown
through the widely positive response of its
audiences. This film’s attention to detail and
determination to focus on inclusion may be
one of the first of its kind, but its presence will
ensure that it won’t be the last.
Sources: Deadline, IMDb, Los Angeles Times, Wikipedia, The Hollywood Reporter, Apple.com, The Academy
Awards
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Mental Health at Work:

We All Have a Role to Play
The Campaign for Disability Employment
Promoting an accessible
workplace means more than
ensuring access to physical
spaces and digital technology.
It also means fostering a flexible,
inclusive culture welcoming of all
employees, including those with
mental health conditions.
Today, one in five working age
Americans has a mental health
condition, and as our nation
rebuilds and rebounds from the
COVID-19 pandemic, mental
health-friendly workplaces will be
more important than ever. That’s
why the Campaign for Disability
Employment (CDE) chose to
address the topic in its latest
public service announcement
(PSA) campaign.
The “Mental Health at Work:
What Can I Do?” PSA features the
faces and voices of four
individuals—a CEO, manager,
co-worker and person who
identifies as having a mental health
condition—each sharing what they
can do to promote workplace

wellbeing, from setting the tone
for an inclusive workplace, to
providing and requesting
accommodations, to being a
source of support to peers and
colleagues.
In addition to being distributed
nationally to television and radio
stations, a suite of “Mental Health
at Work: What Can I Do?”
materials can be accessed via the
CDE website. These include:
• Downloadable Versions of the
PSA in Various Formats and
Lengths
• How-To Guide for Promoting
Mental Health-Friendly
Workplaces
• Video Interviews with the
People Featured in the PSA
• Workplace Poster (Available
in English and Spanish)
• Free Workplace Mental
Health Tools and Resources
The CDE is a collaborative effort
funded by the U.S. Department of

Labor’s Office of Disability
Employment Policy (ODEP) that
works to change attitudes about
disability and employment.
Members include the American
Association of People with
Disabilities (AAPD),
Disability:IN, the Employer
Assistance and Resource Network
on Disability Inclusion (EARN),
the Job Accommodation Network
(JAN), the National LGBT
Chamber of Commerce (NGLCC),
the National Organization on
Disability (NOD), the Society for
Human Resource Management
(SHRM), Special Olympics (SO)
and the Viscardi Center.
“Mental Health at Work: What
Can I Do?” is the fifth in a series
of CDE PSAs exploring different
aspects of disability employment.
To access these PSAs and learn
more about the CDE, visit
WhatCanYouDoCampaign.org.
To learn more about ODEP, visit
dol.gov/odep.

Join the Movement
Interested in joining the CDE movement?
Here’s what you can do.
• Get Social.
Follow the CDE on social media platforms.
• Subscribe to CDE e-alerts.
Just visit WhatCanYouDoCampaign.org
and click SUBSCRIBE.
• Play and Distribute CDE PSAs.
Embed the CDE’s flagship media products
on your website, share them, and use the
sample letter on the website to request the
PSAs air in your hometown.
• Download and Use CDE Resources.
Check out the free posters, web banners,
print ads, ready-to-publish articles and
discussion guides.
• Become a CDE Supporter.
Take steps to adopt the CAN-do spirit and
proactively engage in CDE outreach.
• Foster Disability Inclusion.
Support the hiring, retention and
promotion of employees with disabilities.
Visit the CDE website for valuable tools
and resources.

Learn more at
WhatCanYouDoCampaign.org
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The Race Continues for
Robert Wickens

Robert Wickens is all smiles after
driving the Hyundai Veloster
N TCR at Mid-Ohio Sports Car
Course in Lexington, Ohio.

R

obert Wickens, a former Formula One
test driver, took the American IndyCar
scene by storm as a rookie in 2018. He won
the pole position and led all but two laps in his
first IndyCar race, went on to score four podium finishes and earned the Indy 500 Rookie
of the Year honor, all in his first 12 IndyCar
races in 2018. However, race number 13 of his
stellar rookie IndyCar season changed his life
forever. Wickens was involved in an accident
on lap seven at Pocono Raceway, where he
suffered a thoracic spinal fracture, spinal cord
injury, neck fracture, tibia and fibula fractures
to both legs, fractures in both hands, a fractured right forearm, fractured elbow, a con-

cussion, four fractured ribs and a pulmonary
contusion. Because of these injuries, Wickens
is now a paraplegic.
Now, four years later and with groundbreaking therapy treatments, Wickens is
returning to the track as a full-time racecar
driver. He was signed on by the International Motor Sports Association, Michelin Pilot
Challenge Champions, Bryan Herta Autosport
and Hyundai Motor North America, which
has curated his vehicle.
Since the accident, Wickens’ perseverance
and persistence has led to triumphant breakthroughs in his relentless regimes of physical
rehabilitation and therapy that continues dai-
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ly. In fact, Wickens and his team of therapists
and trainers have become trailblazers in developing innovative technology and treatment
methods for the spinal cord injury community. Thanks to these advancements, Wickens
is able to stand and walk with assistance, but
still lacks the muscle function needed to drive
his vehicle in the traditional way.
That’s where his specialized Hyundai Elantra N TCR vehicle comes into play.
Marked as #33, the Elantra is equipped with
a custom hand-control system designed by
BHA Technical Director David Brown and
Development Technician Jonathan Gormley.
The system features a custom metal ring con-
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For more on
Robert Wickens,
catch him on
Instagram.
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HYUNDAI MOTOR AMERICA

Robert Wickens, driver of the #33 Bryan
Herta Autosport w/ Curb Agajanian
Hyundai Elantra N TCR, during the BMW
M Endurance Challenge at Daytona
International Speedway.

Hyundai Veloster N TCR car hand controls
used by Robert Wickens during a test session
at Mid-Ohio Sports Car Course in Lexington,
Ohio.

nected to the brake pedal by a series of rods
specifically tailored to the Elantra. The ring
is attached behind the steering wheel that is
pulled with fingers to activate the brake. Two
linked throttle paddles and shift paddles, all
attached behind the steering wheel, allow the
driver to accelerate, shift and make steering
inputs. The system also features a switch
for Mark Wilkins when he takes over the
cockpit in pitstops that deactivates the hand
throttle. The Elantra will accelerate and brake
using the traditional foot pedals when Mark
Wilkins, Wickens’ co-driver, is controlling the
vehicle.
Wickens began his return to racing in late
January of this year, with his participation
in the 2022 Michelin Pilot Challenge, where
Wickens and Wilkens co-drove for Bryan

Robert Wickens during the BMW M Endurance Challenge at Daytona International Speedway.

Herta Autosport in the competition’s Touring
Car class. These races are currently in their
midseason phase and will wrap up at the end
of October.
Of going back to racing, Wickens told
IMSA, “I know I’m a competitor. If I don’t
give myself a level of competition, I felt like I
wouldn’t possibly work hard enough to get to
the level where I am today. I don’t put myself
in any category above anybody else who’s re-

covering from an injury or a setback in their
life, but it’s been quite the ride. Here we are,
and I’m happy to be here.”
And as for the future, Wickens is keeping
his options open and his gratitude plentiful, “I
think nothing is out of the question. It would
be awesome to race in the Indy 500. At the
same time, I’m interested in exploring new
avenues.”
Source: Hyundai Motor America, CBS, IMSA, Wikipedia
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Together, there are
no limits to what we can do.

At Wells Fargo, we value the unique capabilities and contributions of each of our 263,000 employees
and appreciate the strength that diversity brings to our organization. Working here, you’ll find an
inclusive environment for everyone, including employees with medical restrictions or disabilities.
We’re dedicated to providing all of our team members with the opportunity to be successful in their
Wells Fargo careers. Our dedicated workplace accommodations team – a group of multi-disciplinary
professionals who have expertise in occupational health and psychiatric nursing, vocational
rehabilitation, behavioral/mental health, ergonomics, disability management, human resources,
employee relations, benefits and leave administration – works to provide successful solutions and
reasonable accommodations, helping employees with disabilities or medical restrictions to
successfully perform their jobs.

Join our team to learn, grow, and excel in your career.
visit wellsfargojobs.com to apply or for more information

Wells Fargo is a proud Corporate
Partner and Sponsor of the
Careers & the disABLED Magazine
Virtual Career Fair.
Connect with us on
LinkedIn, and Twitter.

Wells Fargo proudly recognizes
Chauncy Barnhill, Sr.
Operations Area Manager,
Wells Fargo
as a CAREERS & the disABLED,
2021 Employee of the year

wellsfargo.com

Relevant military experience is considered for veterans and transitioning service men and women. Wells Fargo is an Affirmative Action and Equal Opportunity Employer, Minority/
Female/Disabled/Veteran/Gender Identity/ Sexual Orientation. © 2021 Wells Fargo Bank, N.A. All rights reserved. Member FDIC.

■

Who we are
Wells Fargo & Company is a diversified, community-based financial services
company with $1.9 trillion in assets. Wells Fargo’s vision is to satisfy our
customers’ financial needs and help them succeed financially. News, insights,
and perspectives from Wells Fargo are also available at Wells Fargo Stories
(https://stories.wf.com).

Key Facts
69M Customers
26.8M Mobile banking mobile active users
32.6M Wellsfargo.com digital (online and mobile) active customers
$186.1B Market value of stock*
*Based on sales, profits, assets, and market value as of October 31, 2021.

Diversity and inclusion
At Wells Fargo, we believe that diversity and inclusion is key to being one of
the world’s great companies. We strive to build and sustain a diverse and
inclusive culture for all Wells Fargo team members – one where they feel
valued and respected for who they are as well as for the skills and
experiences they bring to our company.

What other people are saying about us
•

DiversityInc magazine has ranked Wells Fargo No. 7 on the list of the
2021 Top Companies for People with Disabilities. DiversityInc also
ranked Wells Fargo No. 25 on the Top Companies for Diversity,
No. 17 on the list of Top Companies for Employee Resource Groups,
and named among the Top Companies for LGBT employees.

•

For the eleventh consecutive year, readers of CAREERS & the disABLED
magazine recognized Wells Fargo as one of 2022’s Top 50 Employers
of people with disabilities.

•

Equal Opportunity magazine ranks Wells Fargo No. 15 on the 30th
Annual Top 50 Employers 2021 list.

Wells Fargo helps strengthen
communities through:
Diversity & Inclusion:
Ensure all people feel respected and
have equal access to resources and
opportunities to succeed.
Economic Empowerment:
Strengthen financial self-sufficiency
and economic opportunities in
under-served communities.
Sustainability:
Accelerate a just transition
to a low-carbon economy.

DIVERSEabililY

CAREERS
& rl1c dt~AHI Er>

Accommodations and accessibility assistance for team members and job seekers:
Visit wellsfargojobs.com to apply or for more information.
Learn more at: wellsfargojobs.com/accessibility and wellsfargo.com/about/diversity/accessibility
All qualified applicants will receive consideration for employment without regard to race, color, religion, sex, sexual orientation, gender identity, national origin, disability, or
status as a protected veteran. © 2022 Wells Fargo Bank, N.A. All rights reserved.
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Aiming forWork/Life Equilibrium
By Jennifer Willey

W

ith 2021 (thankfully!) in the rearview
mirror, it’s the perfect time to re-evaluate and re-prioritize. Consider it a gift to
yourself; take this opportunity to pursue strategies that can even out your personal and
professional lives so you have the time and
energy to follow your passions. Most of us
have had our mental health shaken in ways
we never imagined over the past two years,
me included. Juggling my WBE and DOBE
certified business, Wet Cement — which was
severely impacted by COVID — with two
teenage sons, a spouse, a home, aging parents,
friends in crisis and even my dog Snowball
has been too much at times. So that’s why I do
my best — and encourage you — to put into
practice these five ways to achieve a healthy
equilibrium in 2022 that delivers more joy,
purpose and that ‘feel good fuel’ we all need
to live our best lives.

1

Don’t pursue balance; Focus
instead on equilibrium.

When you pursue an evenly weighted
“balance,” 99.9 percent of the time that
unrealistic ideal will leave you feeling like
a failure. Regardless of our best efforts,
sometimes work will dominate and sometimes
our personal lives will. That’s why we like
the concept of striving for equilibrium —

Merriam Webster defines equilibrium as a
state of adjustment between opposing or
divergent influences or elements, as well as
a state in which opposing forces or actions
are balanced so that one is not stronger or
greater than the other. If you aim instead for
a more complementary yin/yang, give-andtake relationship between your personal and
professional life, you are better positioned
to realize your goals and maintain a positive
mental outlook.

2

Start with Your WHY.

Author Simon Sinek encourages us
to “find our why” as we seek to inspire ourselves and others. In that spirit, ask yourself
what matters most? What makes you the happiest? And as Atomic Habits’ author James
Clear points out, our behaviors make up our
identity. Once you are clear on who you want

to be, make sure you spend your time doing
the things that support that vision. Use your
purpose to evaluate every choice you make
and challenge you face. There will always be
things we HAVE to do that we may not WANT
to do, but if you find yourself burning all your
time against things that don’t ultimately power
your purpose, then it’s time to shift priorities
and get your goals back in view.
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3

Get clarity on your top
priorities — and make sure
YOU are on the list!

Tackle your to-do list by starting with
what’s most important, then rank everything
else as mid-level tasks, and lower level “will
get to it when I can” items. Self-care should be
high on the list — block out time for a massage, luxurious bath, good book or walk/run
through the park. Those rewarding moments,
however small, help you relax and recharge so
you can get back to doing what you do best.
Research shows that a poor work-life balance
can have a dramatic impact on mental health,
so prioritizing yourself helps ensure that you
can practice Positive Intelligence, even when
that dynamic yin/yang starts swirling in double time. And start practicing how to say ‘no’
in a way that feels genuine and authentic to
you — for example, instead of flat-out turning
down someone’s request, it may feel more natural and acceptable for you to say, “Thank you
for considering me for that project/board/task
force — I’m flattered. Unfortunately, right
now, my plate is full, but I’ll let you know if
I have the bandwidth for that in the future.”

4

Maximize Productivity.

Multi-task whenever you can — at the
salon, on the road, during meal prep. Take
advantage of software designed to make
you fire on all cylinders: Acuity, Todoist,
Rescuetime, Brain.fm, Evernote, etc. Lean on
other busy friends and exchange “services” —
babysitting, meal prep, carpools, professional
skills — chances are you aren’t the only one

W

Mu
Northwestern

tual®

No weak links.
Strong Supply Chains are built with
unique strengths. Because all of our
suppliers have one thing in common:
GREATNESS.

JOIN US:
northwesternmutual.com/supplier-diversity
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JENNIFER WILLEY, DISABILITY:IN

“We won’t always ‘knock it out of the park’ at work or at
home, but if we lean on each other, prioritize to succeed
and keep our end goals in sight, we will get much closer
to finding the key that unlocks more fearlessness and
fulfillment on every front.”
— Jennifer Willey
in town juggling a million things, so why
not lighten the burden and share solutions
amongst friends? That ‘go-to’ pal might also
be your designated “Balance Buddy” who
can help maintain your focus and yin/yang
equilibrium.

5

Delegate and Outsource.

There is power in recognizing you
can’t actually do it all, which can preserve
your sanity. Stop “owning” planning every
birthday, baby shower and holiday event

celebration at work. Let someone else take
charge and just bring your smile. Divide and
conquer home responsibilities with your significant other, roommate or older children —
meal prep, cleaning, grocery shopping — get
“all hands on deck” so you have more time
to focus on your tasks. There are a host of
turnkey “outsourcing” solutions that can help
— cleaning services, grocery delivery companies, meal delivery (we are obsessed with the
healthy and delicious Hungryroot!), auto bill
pay opt-ins, subscriptions to your must-have

essentials, etc. It may cost a little extra, but
there’s value in the time and productivity you
get back.
We are all “works in progress,” striving to
make an impact. We won’t always “knock it
out of the park” at work or at home, but if we
lean on each other, prioritize to succeed and
keep our end goals in sight, we will get much
closer to finding the key that unlocks more
fearlessness and fulfillment on every front.
For more tips on how to be fearless at work
and in life, check out wet-cement.com.

Financial st abilit y since 1933

Federal Deposit Insurance Corporation

FDII
www.fdic.gov

Each depositor insured to at least $250,000

Contact us: The Office of Minority and Women Inclusion (OMWI)
at MWOBOutreach@fdic.gov or 1-877-ASK-FDIC (1-877-275-3342)
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The FDIC recognizes the importance of contributions made
by diverse communities in its workforce and business activities.
As a leader among government agencies, we are committed
to diversity and inclusion and providing opportunities for
employment, contracting, investments, and sharing our expertise
in financial education. As we continue to strengthen stability
and public confidence in the nation’s financial system, we are
leveraging the talents of our workforce and small-, minority-,
women-, LGBT-, and veteran-owned businesses to create
business value and achieve a work environment of
involvement, respect, and connection.

EMPOWERING EQUITABLE FUTURES
WITH DISABILITY-OWNED BUSINESSES

At American Family Insurance Mutual Holding Company, diversity and inclusion are
imperative to our mission of inspiring, protecting and restoring dreams.
It's why we believe in empowering disabled business owners and entrepreneurs with tools and
resources to succeed - both through our leadership in Disability:IN Wisconsin
and within American Family's very own Supplier Diversity Program.
From our supplier workshops and scholarships, to business development opportunities and our
Executive Mentorship Program, American Family is proud to actively build innovative collaborations
with disability-owned businesses like yours.
American Family's new Supplier Diversity Program is growing quickly.
We'd love to learn more about your story and business.
Find out more at: AmFam.com/SupplierDiversity
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AMERICAN FAMILY
INSURANCE

Insure carefully, dream fearlessly.
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American Family Mutual Insurance Company, S.I. and its Operating Companies, 6000 American Parkway, Madison, WI 53783 © 2022 20802 - 2/23

BUSINESS
2 BUSINESS

What’s the Deal with
Certifications?
This Vet Shares His Company’s Story

I

n today’s competitive environment, every owner must take advantage of any opportunity to differentiate their company from the
competition. Supplier diversity certifications for disadvantaged businesses are an often-overlooked option with great potential. Qualifying
companies include those with veteran, minority, LGBTQ+ or women
owners, as well as those in historically underutilized business zones,
or HUBZones. These certifications grant access to private-sector
opportunities and contracts with local, state and federal government
agencies that want to do business with a diverse pool of suppliers.

Certification History

According to “A History of Corporate Supply Chain Diversity”
(WEUSA 4 [2020]: 95), certification programs were born out of
the U.S. Civil Rights Movement and guided by legislative mandates enacted to end discrimination that gave large businesses a
disproportionate share of opportunities. The program
flourished in 1969, when the Office of Minority
Business Enterprise was established to provide
guidance and support. In 1978, the Small Business
Act recategorized minority businesses as socially
and economically disadvantaged and required
federal agencies to comply with new goals
for federal contracts.
In the 1990s and early 2000s,
new legislation fostered the
advancement of federal contracting opportunities to businesses in HUBZones and those
owned by women, veterans,
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WE GET
DIVERSITY
MATTERS.

CDW is committed to supporting
black-owned businesses.
Ours is a commitment that reaches well beyond
our coworkers, the customers we serve and the
communities we live in. Partnering strategically
with qualifed businesses enables us to keep
providing the industry’s best experience, while
contributing to economic growth in diverse
communities nationwide.

Learn more about our commitment to diversity at
CDW.com/SupplierDiversity
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BLACK BOX SAFETY
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service-disabled veterans and members of the
LBGTQ+ community. Today, as more companies invest in diversity, equity and inclusion
efforts, the demand for diverse suppliers will
only increase.

How Certifications Benefited
Our Company

The owner of Black Box Safety, Jackson
Dalton, is a military veteran who was disabled while serving in the U.S. Marine Corps.
That status could put a small business owner
at a disadvantage, but it qualified Black Box
Safety for certifications and network memberships that introduced us to new and otherwise
inaccessible clients.
Certification with the National VeteranOwned Business Association (NaVOBA)
gives us access to special events (such as its
recent Marching Forward Monday) and networking connections that resulted in at least
$90,000 in contract wins in the company’s
first year of certification. Black Box also
received NaVOBA’s 2021 Disabled Veteran’s
Business Enterprise of the Year award.
Certification with Disability:IN led to our
nomination for the organization’s Pitch Perfect
Challenge. We presented our pitch to a panel
of experienced judges and took first place,
landing a five-figure prize and a subsequent
feature in a November 2021 Forbes article.
Black Box also served on the Re-Imagining
Your Business from 2020 Learnings conference panel, which put us in front of potential
clients such as Bristol Myers Squibb.
Membership in the Veterans in Business

(VIB) Network connects us with private
entities, third-party nonprofits and federal
contractors through conferences and events.
Through VIB alone we secured at least one
new regular customer per quarter, and we also
increased our visibility as general-session presenters on supplier diversity at the 2021 VIB
National Conference.
Black Box Safety put time, money and
energy into engaging with these organizations, approaching each with a sense of how

“Our company would
likely not be where
we are today without
the opportunities that
supplier diversity
certifications have
afforded us.”
our goals and values align with theirs. That
investment paid off not only in great opportunities — putting our name in front of Disney,
Shell Oil, T-Mobile and other market giants
— but also motivation to reach and exceed our
own expectations.

The Process

When applying for diversity supplier certifications, begin with the end in mind. Define
your target market and evaluate which certifi-

cations that market will value. For example, if
you manufacture garden and patio decor and
want to expand distribution, consider certifications accepted and valued by big-box retailers. NaVOBA certification puts you in front
of their corporate sponsors, which include
Lowe’s Home Improvement. Many large
buyers post a list of accepted certifications
on their website, and you can also ask them
directly.
Next, evaluate honestly which certifications best reflect the status of your company
and whether you meet their requirements.
Certification is a rigorous process managed by
government agencies or third-party agencies
that advocate for the development of disadvantaged-owned businesses. Each has its own
conditions, but most require a business to be at
least 51 percent diverse-owned. Some require
that the owner be a U.S. citizen or permanent
resident. The application process does have
associated costs, and you should also set aside
time to navigate the documentation, screening, interviews and on-site visits needed to
prove that your company is qualified.
For businesses that qualify, the advantages
of obtaining diverse supplier certifications far
outweigh the costs of earning them. Business
partners admire this classification, and certification is alluring to diverse supplier programs.
It is not an easy process: it takes not only
time and money, but also perseverance and
patience to earn these certifications. However,
for Black Box Safety, diverse supplier certifications opened doors enough to be well worth
the effort and hard work.
Source: Black Box Safety
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Diversity and inclusion is more
than a promise to our suppliers.
It’s our practice.
At Johnson & Johnson, we believe in the power of all of us,
working together to bring new ideas to healthcare that make
life better for everyone.
We understand the importance that partnerships with small
suppliers and diverse suppliers play in our mutual success.
Our Global Supplier Diversity & Inclusion Program supports these
values and recognizes how important it is we grow together.

©JJSI2021
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How to
Become
DOBE
Certified
O

wning a business isn’t a walk in the park,
but that walk can feel like a run for individuals who identify as a minority, woman,
veteran, a member of the LGBTQ community
or an individual with a disability. Resources,
funds and even networking opportunities can
often feel out of reach for many diverse business owners.
If you are an individual with a disability
who owns a small business, the challenges
and barriers can be even greater. One of the
greatest business decisions you can make to
overcome those barriers is to become DOBE
(Disability-owned Business Enterprise) Certified. DOBE Certification not only gives
you access to resources and opportunities
you may not have had access to before, but
it provides you with a supportive network of
diverse businesses, opens the door to learning
and development opportunities, connects you
with larger scale corporations and gives you
the opportunity to become a recognized leader
in your field.

Where Do I Start?

To obtain DOBE certification, you’ll first
need to connect with Disability:IN, the nation’s leading certifying organization for disability-owned business enterprises. To be eligible, you must:
● Have a disability, either apparent or nonapparent, that impacts your day-to-day
life
● Have at least 51 percent ownership,
management and control of the business
applying for certification
● Be willing to provide the required
documentation to validate the eligibility
criteria
If you are able to meet these requirements,

the next step is
to gather all of the
required documentation
for certification. Similar to other
organizations which certify diverse-owned
businesses, DOBE certification applicants are
required to complete an online application
and pay a nominal application fee, along with
submitting a multitude of documents. Those
documents include:
● Proof of U.S. Citizenship through a
passport, birth certificate or green card
● Documentation of your Disability Status
● Government issued ID
● Business Plan
● Resume of the Business Owner
● Financial Statements
● Federal Tax Returns
Depending on the type of business you own
(LLC, S-Corporation, C-Corporation, partnership, etc.), additional documentation will be
required such as your business’s governance
documents, licenses and permits.

What if I’m already SDVOSB
verified by the Department of
Veterans Affairs?

To be certified as a service-disabled veteran owned business (SDV-DOBE), many of
these procedures will be the same, with a few
unique requirements. Proof of military service (Form DD214), documentation of your
service-related disability and your VA verification letter are required in addition to the previously mentioned requirements. SDV-DOBE
certified businesses must be at least 51 per-
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cent owned and operated by at least one service-disabled veteran.

What if I’m already certified
with WBENC, NGLCC or
NaVOBA?

If you’re already certified as a woman-owned, LGBTQ-owned or service-disabled veteran-owned business, the DOBE
certification process is relatively quick and
easy and will add an additional tool to your
business toolbox. In fact, holding multiple diverse business certifications will provide you
with even more access to opportunities while
growing your business network. Aside from
submitting a fraction of the documentation
normally required, you will need to submit
a copy of your valid WBENC, NGLCC or
NaVOBA certificate.

I submitted my application,
now what?

With your application and all of the required
documentation submitted, you will be on your
way to hopefully securing your DOBE certification and taking full advantage of all of the
incredible opportunities that come with it. For
more information on certification, be sure to
visit Disability:IN at disabilityin.org.
Source: Disability:IN, Coupa Suppliers, Cal eProcure
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We buy from the best companies
in the marketplace.
Yours could be one of them.
For almost 30 years we have opened new opportunities for diverse business
owners, creating a positive impact on the communities we serve together.
Building a diverse supply chain is good for business and the economy.
Register your business with us at jpmorganchase.com/supplierdiversity
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The Best Loan Options for Business
Owners with a Disability

F

ederal and state government agencies do
not provide grants to people with disabilities for starting a business. However, between
the Small Business Administration’s loan programs, federal contracts for minority-owned
businesses and the state-specific programs
that exist for businessowners with a disability,
you may qualify for several different kinds of
financing. Here’s what you need to know:

SBA Loans:

The Small Business Administration (SBA)
can help you apply for many different kinds
of financing, but some of the most popular
options are 7(a) loans, 504 loans and microloans. There are also loans that exist for
minority-owned, women-owned and veteran-owned businesses.
The 7(a) Loan Program, SBA’s most common loan program, includes financial help for
small businesses with special requirements.
This is the best option when real estate is part

of a business purchase, but it can also be used
for:
● Short- and long-term working capital
● Refinance current business debt
● Purchase furniture, fixtures and supplies
The maximum loan amount for a 7(a)
loan is $5 million. Key eligibility factors are
based on what the business does to receive its
income, its credit history and where the business operates. Your lender will help you figure
out which type of loan is best suited for your
needs.
The CDC/504 Loan Program provides
long-term, fixed rate financing of up to $5
million for major fixed assets that promote
business growth and job creation.
504 loans are available through Certified
Development Companies (CDCs), SBA’s
community-based partners who regulate nonprofits and promote economic development
within their communities. CDCs are certified
and regulated by the SBA.
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To be eligible for this loan, your business
must:
● Operate as a for-profit company in the
United States or its possessions
● Have a tangible net worth of less
than $15 million
● Have an average net income of less than
$5 million after federal income taxes for
the two years preceding your application
Other general eligibility standards include
falling within SBA size guidelines, having
qualified management expertise, a feasible
business plan, good character and the ability
to repay the loan.
The microloan program provides loans up
to $50,000 to help small businesses and certain not-for-profit childcare centers start up
and expand. The average microloan is about
$13,000.
SBA provides funds to specially designated
intermediary lenders, which are nonprofit
community-based organizations with experi-

MERCK

Diploma, Degree
or Somewhere
In-Between
As a founding member of OneTen, Merck is part of a coalition of
leading companies and executives across industries committed to
upskilling, hiring and advancing one million Black individuals in
America over the next 10 years into family-sustaining jobs with
opportunities for advancement. OneTen is cultivating a
comprehensive skills first talent network, enabling greater
opportunities for earned success. OneTen is not just philanthropy.
Rather it is ensuring that Black talent with the skills and aptitude
to earn success also have the opportunity to achieve success.
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ence in lending as well as management and
technical assistance. These intermediaries
administer the microloan program for eligible
borrowers.
Microloans can be used for a variety of
purposes that help small businesses expand.
Use them when you need less than $50,000 to
rebuild, re-open, repair, enhance or improve
your small business.
Examples include:
● Working capital
● Inventory
● Supplies
● Furniture
● Fixtures
● Machinery
● Equipment
Proceeds from an SBA microloan cannot be
used to pay existing debts or to purchase real
estate.

Minority-Owned Businesses
Funding:

Each year, the federal government awards
about 10 percent of all federal contract dollars,
or roughly $50 billion in contracts, to Small
Disadvantaged Businesses. SBA’s Office
of Government Contracting and Business
Development monitors the progress of 24
Executive Branch agencies in contracting
with Small Disadvantaged Businesses.
In addition to registering your business
as a Small Disadvantaged Business, your firm
might also meet the requirements for any of
the following programs:
● The 8(a) Business
Development program provides
managerial, technical and contractual
assistance to Small Disadvantaged
Businesses to ready the firm and its
owners for success in the private
industry. Eligibility of the 8(a)
program relies in part on criteria for
Small Disadvantaged Businesses but has
additional requirements related to the
business itself.
● The HUBZone program helps
small businesses in urban and rural
communities gain preferential access to
federal procurement opportunities. These
preferences go to small businesses that
obtain HUBZone certification in part by
employing staff who live in a HUBZone.
The company must also maintain
a “principal office” in one of these
specially designated areas.

● The Women-Owned Small Business
Federal contracting program authorizes
contracting officers to set aside certain
federal contracts for eligible, womenowned small businesses.
● The Service-Disabled Veteran-Owned
Small Business program provides
procuring agencies with the authority
to set acquisitions aside for exclusive
competition among service-disabled,
veteran-owned small business concerns.

State Specific Programs:

State vocational rehabilitation agencies
are some of the greatest resources your business can use. Vocational rehabilitation (VR),
a state-supported division of services, assists
individuals with disabilities who are pursuing
meaningful careers. VR assists those individuals to secure gainful employment commensurate with their abilities and capabilities
through local job searches and awareness of
self-employment and telecommuting opportunities. In addition to VR, some states have
separate agencies serving individuals who
are blind and visually impaired. States with
separate agencies are listed below the general
state VR listing. Visit askjan.org/concerns/
State-Vocational-Rehabilitation-Agencies.
cfm to find the right fit for your business in
your state.
There are also several small business assistance programs that exist across the country
that could apply to your state. Some of these
include:
● Abilities Fund: Provides access to financial assistance, resources and customized
training to entrepreneurs with disabilities.
● Illinois Minority, Women and Disabled
Participation Loan Program: Explains
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how Illinois small businesses can apply
for assistance if they are 51 percent
owned and managed by persons who are
minorities, women or disabled, with loans
up to $50,000 or 50 percent of a total
project cost.
● Iowa Target Small Business Assistance
Program: Outlines the criteria for loans,
loan guaranty and equity grants of up
to $50,000 that are earmarked to help
women, minorities and persons with disabilities start and expand their businesses.
● Maine: Kim Wallace Adaptive Equipment
Loan Program Fund: Explores financial assistance for disabled persons and
businesses involved in the purchase,
construction or installation of adaptive
products. This equipment allows disabled
persons to become more independent
within the community, promotes mobility
and improves independence and quality
of life. Businesses may use loan funds to
facilitate compliance with the Americans
with Disabilities Act (ADA).
● Michigan Telework Loan Fund: Allows
you to apply for loans for equipment
and home modifications that will allow
Michigan residents with disabilities to
either start a home-based business or
work for an employer from home.
Starting your business can be difficult,
but it’s not impossible, and there is help
available for differing circumstances. For
more information on how you can fund your
small business, visit: sba.gov/starting-business/how-start-business/business-types/
people-disabilities.
Source: Small Business Administration, Job Accommodation Network

DIVERSE PEOPLE.
D I V E R S E P L AC E S .

FOR ALL

Toyota’s diverse suppliers — and their inclusive perspectives and
progressive capabilities — are essential to our story of creating Mobility for All.

ONETOYOTAS U P P L I ER D I V ER S I TY.CO M
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How to Implement Safety and
Inclusion in Your Small Business

Safet1 Proce~ures

Work Safety
F

ollowing the news that COVID-19 first
appeared in China, prejudice against the
Asian community increased across the U.S.
Stop AAPI Hate recorded about 2,500 incidents of racism in March 2020, with California
accounting for 46 percent of the cases. Most of
these cases were verbal harassment, physical
assaults, shunning and business vandalism.
As a small business owner, it’s vital to learn
how to handle instances of discrimination,
particularly when you have a diverse team.
Incidents of racism, sexism and ableism can
affect your employees’ morale and performance, hurting productivity and stifling creativity. Plus, employees are even at high risk
when an incident turns violent.
Knowing how to handle these attitudes in a
small business can go a long way in protecting
your employees and businesses. Here are the
steps you can take:

Stay Calm & Avoid
Overreacting

While staying calm when negative remarks
are directed to you is challenging, remaining
professional and avoiding rage is advisable. In
some cases, unruly customers become more
aggressive when you respond angrily, aggravating the situation.
If you fear the situation is likely to escalate, it’s better to walk away. Ask a colleague
or coworker to take over or tell the customer
you’ll call them back and hang up the phone.
Staying calm helps to defuse the situation,
allowing you to avoid reacting against the
person or going down to their level.

Listen to Your Employees

Being a victim of racial abuse or ableist
attitudes can be traumatic to some employees.
They might feel unwanted and disrespected,
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Fire Repeat Unruly Customers

impacting their performance and leading to
absenteeism. So, employees need to have safe
spaces to share their experiences freely, especially when racist remarks are aimed directly
at them.
Don’t overlook such incidents, however
minor. Be sure to get back to them with the
appropriate actions you intend to take as a
company. This way, employees will feel safe
— it shows that the management is serious
about their wellness and safety. Thus, this will
foster great relationships and improve workplace practices.

Create a Robust DE&I
Strategy

Today, companies are pushing for diversity
and inclusion in their teams. While this is a
step in the right direction, it’s not enough without a robust Diversity, Equity and Inclusion
(DE&I) strategy. Employees are more likely
to feel safe when clearly defined cultural values protect them from racial slurs and abuse.
The ideal values don’t unconsciously
assume that “The customer is always right.”
But they create an inclusive environment
that both customers and employees are obligated to respect. Note that DE&I is not just
for internal processes, but it’s more effective
when integrated into the daily flow of work
and customer experiences.
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In recent years, there have been lots
of trending videos on social media showing
bigoted customers blatantly insulting workers.
Some small business owners even get racist
emails from clients. The truth is, it gets to a
point where you can longer turn a blind eye to
such situations.
Regardless of the value of a customer, it
might be sensible to part ways professionally.
It’s wise to protect the mental health of your
employees rather than trying to hold on to a
high-value client that has no respect whatsoever for your workers. FindLaw notes that
business owners can ban disturbance-causing
and employee-harassing customers.
The fight to end systemic racism starts from
the top. The executive team needs to deliver
an anti-racism culture by restructuring workplaces to advance racial inclusion and equity.
This can only be successful if the top-level
management buys in and commits to a racially
safe workplace.
It’s possible to create inclusive culture by
changing the hiring practices, offering ongoing training, ensuring equal opportunities and
promoting employee participation. Ideally,
it’s about making conscious decisions that prioritize employee well-being and foster shared
values in the workplace.

Build a Safe Workplace

Not only is it important to ensure that your
space is accessible for all customers and
employees, whether it be wheelchair accessible or sensory friendly, but they also need
to be prepared to address racist sentiments.
Small businesses are the backbone of the
economy, yet Black and AAPI entrepreneurs
endure relentless racist hurdles that impact
several areas of their operations. It may seem
intractable, but racism in a small business is
addressable with the right incentives, investment and information.
Ideally, it’s a long-term process, which
involves ongoing employee training, listening to employees’ experiences and developing a robust DE&I strategy. The management
should lead anti-racist efforts and encourage
everyone to speak out against racist workplace practices or incidents. You should also
train employees to handle abusive customers
or clients without losing their nerve.
Source: Score
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Enhance Your Service-Disabled,
Veteran-Owned Small Business
S

elf-employment has remained a popular
option for veterans with disabilities looking to make their way back into the workforce
after deployment. But what they may not
realize is that they may be entitled to more
resources, funding and opportunities that they
may not even be aware of. Because of their
time in the military, veterans enter business
ownership with many of the qualities essential to entrepreneurial success, like resiliency,
resourcefulness and organization. We encourage veteran business owners to use the following strategies to further enhance your existing
acumen and build lasting businesses:

1

Learn entrepreneurship
best practices.

As a former service member, you are
adept at learning new skills rapidly
and applying them expertly and precisely. You
can do the same in the small business sector
by taking advantage of the SBA’s educational
resources. Start with Boots to Business, a twoday education and training program that helps
aspiring transitioning service members and
veteran entrepreneurs learn the fundamentals
of business. Next, build on that foundational
understanding of business best practices
by taking online courses through the SBA
Learning Center on topics ranging from social
media marketing to pricing strategies.

2

Leverage your network.

Consider seizing online and
in-person networking opportunities
specific to veteran small business
owners. LinkedIn groups or Meetup groups
for veteran entrepreneurs can be an ideal
forum for finding key business connections
within the veteran community.

3

Connect with a mentor.

Learn from the experience of
someone who already has years of
successful small business ownership under their belt. You may consider tapping your network to find someone who is

the right fit – or you might turn to an another
resource, like your local Veteran Business
Outreach Center (VBOC) or SCORE. These
organizations will match you with an experienced mentor who can help you navigate scenarios and challenges you haven’t yet faced.

4

Plan, plan, plan – but be
ready to pivot.

From your days in the military, you
know the importance of planning
– but you’re also highly adaptable and
resourceful. Channel this balance between
structure and flexibility into your business
venture. While it’s essential to have a living
business plan that lays out your general path
forward, it’s also important to be able to roll
with the punches and modify your plan as
needed.

5

Find a cause or mission.

Veterans are often naturally
mission-oriented. Finding a way to
contribute to your local community

or the broader military community will help
you stay motivated and fulfill your tendency
toward altruism.

6

Work with the VA.

The Department of Veterans’
Affairs is a one-stop shop to certification, information and additional aid that you may need, especially if
you’re looking to become or already are a
DVBE or SDVOSB. Make sure to visit their
website at sba.gov/federal-contracting/contracting-assistance-programs/veteran-assistance-programs and inquire on how you can
make the most of your certification perks.
The skills you learned in the military
already give you a leg up in the small business
sector. Now, gain a further edge by leveraging
your small business tools, resources and guidance whether it be through the SBA, VA or
other organizations dedicated to helping your
business.

Source: SBA

www.diverseabilitymagazine.com | DIVERSEability Magazine | 69

-

FEATURE

Developing a Winning DE&I Strategy
By Josef Scarantino

T

oday, business owners and talent managers have unprecedented access to diversity, equity and inclusion (DEI) resources
like never before. The economic imperative
to focus on diversity in talent attraction and
employee retention has never been more
apparent. Businesses with diverse leadership
outperform businesses with more homogenous leadership. As more and more companies implement their own DEI initiatives,
busy managers often don’t know the true
effectiveness and impact of their efforts on
their employees and teams, including neurodiverse employees and those with disabilities
who often feel invisible.
Unsurprisingly, in the ultra-tight job market, employees are taking long-delayed career
leaps en masse in what has now been coined the
“Great Resignation” due to unfulfilling work
environments in the midst of the COVID-19
pandemic. Job candidates are arming themselves with strategically networked referrals
and open-sourced data about prospective
employers’ DEI initiatives to form the basis
on a decision to apply. Recent surveys show
that job candidates give more consideration to
company culture than any other factor when
choosing their next employment opportunity.
These converging trends of access to
resources for employers, employees and prospective job candidates bring us to ask some
important questions: Does your DEI strategy
craft a truly inclusive narrative about your
culture and values, or is your DEI strategy
merely “signaling” without honest intention?
Does your company have a proactive DEI
strategy, or is your approach to DEI simply
reactive when situations arise?
Luckily, there is a “canary in the coal
mine,” working to ensure businesses can identify potential DEI issues early and plan and
build strategies accordingly, instead of reactively. The company is Dallas-based Kanarys,
focused on providing the tools organizations
need to create long-term systemic change
around DEI.
Kanarys co-founders, Bennie King, Mandy
Price and Star Carter grew up in the Dallas

area. They attended the University of Texas,
where they became friends, yet 20 years
later, the three would come to call each other
co-founders after experiencing inequity in
the corporate workplace. Guided by data,
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Kanarys is on a mission to help companies
identify opportunities to avoid common mistakes when implementing and measuring DEI
initiatives.
While most businesses approach diver-

“The reality of
current DEI isn’t
that our definitions
have changed,
but that our
understanding of
the complexity with
which people desire
to bring themselves
to their work is
evolving to be more
empathetic to the
human condition.”
— Josef Scarantino

sity through quarterly training or specially
organized committees, many initiatives often
lack measurement around how inclusion and
equity are being addressed and truly impact
the business model. Kanarys takes an inno-

vative data-informed approach by bringing
together cutting-edge technologies like artificial intelligence (AI), machine learning (ML)
and natural language processing (NLP) to better understand the effectiveness of DEI based

on employee sentiment.
The data-informed approach of Kanarys is
particularly crucial because of its ability to
give a voice to neurodiverse employees and
those with disabilities who often feel left out
of DEI initiatives. The reality of current DEI
isn’t that our definitions have changed, but
that our understanding of the complexity with
which people desire to bring themselves to
their work is evolving to be more empathetic
to the human condition. Employees are tired
of the increasingly blurred lines between work
and life, and customers are craving authenticity from the businesses they patronize.
Once again, the golden opportunity is that
businesses can now retain employees longer, build a healthier culture, develop more
innovative products and solutions and serve
their customers more empathetically. When
we help employers take care of their greatest
asset, their employees, the community reaps
the benefit, and the customer always wins.
As both a neurodiverse professional and an
employee of HubSpot, I’m proud that diversity, inclusion, and belonging (DI&B) are not
just nice to have but are critical to our mission of helping millions of organizations grow
better. We don’t always get things right, but
we’ll always be working for our customer’s
success, which is about building an inclusive
culture and product that reflects our broader
community.
It is my hope that the company you build
reflects the diversity of your customers, partners and ultimately, your employees. Let’s do
this together.
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Mandy Harvey:
AVoice for Change
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album.
“Paper Cuts is a collection of stories and
lessons learned,” Harvey said in an interview
with DIVERSEability Magazine. “The album
took form after my song ‘Masterpiece’ was
created. It is about embracing who you are
and the entire journey that’s brought you
to where you are now. Each part is worth
celebrating, even the parts that have been the
hardest.”
It’s vital to Harvey, who is deaf, that
people who live in worlds with dimmed or
no sound be able to experience Paper Cuts,
which was independently funded, as well as
all of her music.
“Paper Cuts is a labor of love that at
the end of the day, I will never be able to
hear,” said the 34-year-old. “I very much
want to have an opportunity to experience
this album along with the entire deaf and
hard of hearing community. I teamed up
with Voya Financial to make sure that we
could increase accessibility by having an
ASL video for each song performed on the
album by deaf performers. There are several
music videos that are visual representations
of the songs that were captioned in multiple
languages, too… This project has been
an amazing continuation of our ongoing
collaboration to increase awareness of the
need for greater disability inclusion. We
want to start conversations about inclusion,
as well as spread the important messages of
these songs, which include mental health
awareness and celebrating being unique.”
While many companies have pledged to be
more inclusive and diversity-minded, it’s a
work-in-progress.
“I dream of both venues and events that
have interpreters and access to various
means of communication,” Harvey said.
“The opportunity to offer art in multiple
forms to people and places that typically
wouldn’t have access to it. There are so many
ways to be more inclusive, but it has to be a
thoughtful choice and not just wishing things
were better.”
There are encouraging signs.
“I have noticed more ASL inclusion, like
this past Super Bowl during the national
anthem, for example, and there are a lot more
businesses on all sides that are letting their
employees know that it’s OK to be different

COURTESY OF MANDY HARVEY

andy Harvey, who landed in the
nation’s living rooms in 2017 with
exquisite singing on America’s Got
Talent, recently released her fifth
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or need different tools,” she said. “More people
are feeling like they have the ability to share their
barriers with less fear of discrimination, too.
We still have a long way to go, but we live in a
world where we benefit immensely from diverse
communities.”
As for employers recruiting and retaining
employees with disabilities, Harvey said it starts
at the top.
“Having CEOs and executives who see the
value of implementing a diverse hiring practice
is important. There are a lot of incredible people
who have so much to give, but there is a very real
fear of discrimination.”
Harvey, who was born in Ohio before moving
to St. Cloud, Fla., then Colorado, suffered
hearing problems as a child and underwent
several surgeries to try to correct them. She sang
throughout her childhood, and her talent was
recognized at Longmont High School, from which
she graduated in 2006.
She gradually lost her hearing as a result of
the connective tissues disorder Ehlers-Danlos
syndrome. While majoring in vocal music
education at Colorado State University, she
became totally deaf and left the university.
It wasn’t looking good, and she was feeling
low. But with the aid of visual tuners, she learned
how to find the correct pitches when singing.
In 2008, she met jazz pianist Mark Sloniker at
Jay’s Bistro in Fort Collins, Colo., where she
began performing regularly. She later performed
at Dazzle Jazz Lounge in Denver and recorded
three studio jazz albums: Smile, After You’ve Gone
and All of Me. She also released Nice To Meet
You before this year’s Paper Cuts. Jazz Times
described her singing as “rich and captivating.”
In 2011, Harvey won VSA’s International
Young Soloist Award, and she performed at the
Kennedy Center.
In 2017, Harvey — who likes to bake bread,
rollerblade and do CrossFit in her private time —
appeared on season 12 of America’s Got Talent,
where judge Simon Cowell was visibly blown
away when she performed an original song using a
ukulele. She finished fourth.
The same year as her America’s Got Talent
appearance, she published a memoir with coauthor Mark Atteberry titled, Sensing the Rhythm:
Finding My Voice in a World Without Sound.
Harvey is an ambassador for the nonprofit
organization No Barriers, which helps disabled
people overcome obstacles.
Asked what’s in the works for the future, the
star said, “My goodness! There are so many things

COURTESY OF MANDY HARVEY
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Lily (L), as part of Voya Financial’s Invest in Something Special
campaign aimed to help Special Olympics athletes achieve
their goals beyond sport, got a surprise visit from her hero,
Mandy Harvey.
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Voya Financial teamed
up with Mandy Harvey
(center) at the No Barriers
USA hike.
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To experience
Mandy’s music,
scan here:

I am working on. As far as music goes, I have a
holiday EP that I would like to release this year.
I have several albums worth of songs in my head
that I need to get out, too.”
Yes, those songs are imprinted on her brain.
She has said that most of what she sang and heard
before going deaf is “locked and loaded” in her
head, and so are current and future songs.
Harvey writes her own lyrics about all manner
of things. Here are some lines from a song called
“Masterpiece,” which is on the Paper Cuts album:
When I feel like I’m all broken pieces
That I wish I could just throw away
Look for glue I can put in between them
Back in place, back in place
‘Cause my heart is way up on the ceiling
And my mind took a boat, sailed away
But I still got my angels and demons
Used up string, can of paint
And more from “Bought Myself Roses,” on the
same album:
I’ve been flying on a feeling
Breaking through the ceiling
This could become
Heaven, I could let myself in
Look in all directions it’s already done
According to the National Center for Health
Statistics, about 37 million Americans are
deaf or hard of hearing. Millions of others live
with hearing disorders such as tinnitus. There
have been extraordinary medical and technical
advances that are helping those with hearing
issues. That includes about 800,000 cochlear
implants worldwide and 60,000 in the U.S.
However, the statistics are dubious barometers
because of evolving criteria for who qualifies as
deaf or hard of hearing.
There are thousands, maybe millions, who want
to become allies to the deaf and hard of hearing
community, which, of course, is good news. The
tough news is that many, if not most, are hesitant
for a number of reasons.
Harvey has a keep-it-simple tip that can serve
as a takeaway for those serious about doing their
part.
“Every person’s journey is different. You
can never assume you know best how to help
someone. The only way to know how best to be
an advocate is to start a conversation with that
individual. As people, we need to understand that
we judge quickly, and that is something we have
the power to change.”
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Increasing Visibility for Asian Americans
With Disabilities
Initiative (AADI). AADI is a space for Asian
Americans with disabilities to explore their
intersectional identities. It provides access to
resources to combat ableism and anti-Asian
racism and creates a platform for issues sur-

rounding misinformation on Asian Americans
with disabilities.
“Oftentimes colleges or social circles like
to box you saying you can either care about
disability or Asian American advocacy or gender issues,” Lee told NBC of her discovery of
intersectionality, “What I’ve learned is it’s not
only important to talk about all of these, but in
fact they play into each other.”
Less than a year after their founding, the
group is introducing the Asian Americans
with Disabilities Resource Guide, an 80-page
online guide designed to help its readers
understand the experiences, research and
information that exist for Asian Americans
with a disability. The guide includes a plethora of resources that range from personal
experiences and data, plus access to support
groups and questions for self-discovery. The

MEGAN LIANG

uring the Summer of 2020, Jennifer Lee
was diagnosed with Crohn’s disease,
becoming one of the 1.3 Asian Americans
who identify with having a disability. Before
officially being diagnosed, Lee was told by
her doctor that “Asians don’t get Crohn’s”
and was often the only Asian person or even
the only person of color in attendance at her
support groups for chronic illness. On her
journey to diagnoses and treatment, Lee discovered limited educational information and
resources exist for Asian Americans experiencing a disability.
In other words, Lee discovered that the
exploration of intersectionality, the relationship between multiple identities, for Asian
Americans with disabilities was severely
lacking. Lee decided to found the youth-led
group, Asian Americans with Disabilities

JIYOUN ROH

D

Above: Zoom screenshot of the AADI members; inset: The Princeton branch of the AADI
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guide is the first of its kind ever published,
is peer-reviewed and includes testimonials
of many other Asian Americans sharing their
experiences with having a disability. It is also
designed to be an excellent resource for caretakers, family members, co-workers, bosses
and allies of both communities.
“I believe that we need to spread awareness to ensure that Asian American Studies is
important for research, and particularly with
those with disabilities,” Justin Tsang, one of
the creators of the guide, told AsAmNews,
“Asian Americans, as well as Asian Americans
with disabilities, are critical members of society, and we’ve been historically underrepresented. But we definitely need more resources
to bring acceptance as a society.”

Scan for more
about the AADI
Initiative.

“Asian Americans, as well
as Asian Americans with
disabilities, are critical
members of society, and
we’ve been historically
underrepresented.
But we definitely need
more resources to bring
acceptance as a society.”

The guide comes at a pivotal time in
American history where conversations around
mental illness and racial reckoning have
increased, partially due to the circumstances
around the COVID-19 pandemic. AADI has
stated that it will be committed to working
with other minority-focused and intersectionality groups to support equal opportunities
and the spread of helpful information for all.
“I think we’re going to enter a whole new
era of what disability means,” Lee told NBC,
“Our generation will be equipped to have
these hard conversations and to destigmatize
disability even more so.”
To learn more about AADI and gain access
to their resource guide, visit aadinitiative.org/
resources.
Sources: AsAmNews, NBC, The Asian Americans with
Disabilities Initiative

JUSTIN TSANG

— Justin Tsang

Justin Tsang
www.diverseabilitymagazine.com | DIVERSEability Magazine | 79

COMMUNITY

World’s Largest Down Syndrome Fundraiser

Raises Millions & Raises Spirits
T

“People with Down syndrome are still at
high risk for COVID-19, so it was only right
to hold our event virtually again this year. We
are especially grateful for the unconditional
support and the love from our dedicated community, celebrities, partners, members, and
our clinicians and scientists,” said Michelle
Sie Whitten, GLOBAL’s president and CEO.
“Tonight, thousands of us got to truly celebrate how we are making a tangible difference
together. It was awe-inspiring!”
“It is such a great honor to receive GLOBAL’s Quincy Jones Exceptional Advocacy
Award. It will empower me to continue to
work hard for the rights of individuals with
Down syndrome in Peru and all over the
world,” said Bryan Russell Mujica.
A highlight of the evening was the
world-premiere of Delta Spirit’s new single,
“What’s Done is Done,” featuring actors Zack
Gottsagen, star of the breakout film The Peanut Butter Falcon and Jamie Brewer, award
winning actress from American Horror Story.
This is the first music video to star people with
Down syndrome.
GRAMMY Award-winning artist, songwriter, actress, author and philanthropist Sara

Other notables included music legend Quincy Jones, supermodels Beverly
Johnson and Amanda Booth, model Marián
Ávila, actress and model Peyton List, actress Miranda May, award-winning actors John C. McGinley, Zack Gottsagen, Jamie
Brewer, Megan Bomgaars and Grey’s Anatomy star Caterina Scorsone, award-winning TV
host Jeff Probst, R&B power couple Ronnie
& Shamari DeVoe, Denver Broncos’ Brandon
McManus, Justin Simmons, Sam Martin, Buffalo Bills’ Harrison Phillips, Colorado Rapids’ Kellyn Acosta, former Colorado Rockies’ Ryan Spilborghs and Cory Sullivan, TV
anchors Tom Green and Kim Christiansen, golfer Brad Hennefer, inspirational speaker Tim Harris and author and advocate Frank
Stephens.
“GLOBAL’s Be Beautiful Be Yourself
Fashion Show never fails to impress. Once
again, Michelle and GLOBAL have outdone
themselves. But it’s not only a fabulous evening, it also has a powerful message and
highlights GLOBAL’s game-changing work,”
said John C. McGinley, GLOBAL board
member and father to Max, who happens to
have Down syndrome.

PHOTOS: GLOBAL DOWN SYNDROME FOUNDATION

he Global Down Syndrome Foundation (GLOBAL) raised over $1.9 million at their annual Be Beautiful Be Yourself Fashion Show, the world’s largest
fundraiser for people with Down syndrome.
The event has raised a cumulative $24 million.
Held virtually, the award-winning event attracted over 2,500 viewers from 40 states and
14 countries. The takeaway message was a
powerful one — with appropriate funding and
more medical centers, we can and will elongate life and improve health outcomes for our
loved ones with Down syndrome.
Over 30 Hollywood and sports celebrities
Zoomed into the event which included 27
beautiful models, four honorees, a loving
tribute to GLOBAL Ambassador DeOndra
Dixon and shout outs to music legend Quincy
Jones and GLOBAL’s generous sponsors.
The event was emceed by award-winning
journalists Kyra Phillips and John Roberts and
featured 2021 GLOBAL Ambassadors Archie
and Sevy Eicher, Quincy Jones Exceptional Advocacy awardees, NFL Hall of Famer
& San Francisco 49ers General Manager John
Lynch and Peruvian public servant Bryan
Russell Mujica.

GLOBAL Ambassador and Model, Archie Eicher (left), modeling with Sarah Bareilles (right)
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GLOBAL Model, Elizabeth McCalla

ory through the DeOndra Dixon Down Syndrome Research Fund, which raises funds to
address medical care and healthcare disparity
outcomes for African Americans with Down
syndrome.
The fashion show would not be possible without the generosity of GLOBAL’s Leadership Circle, sponsors, Ambassadors, Q-Awardees, models, Down syndrome
partner organizations, celebrities, self-advocates and families.
During the pandemic, GLOBAL provided COVID-19 GLOBAL Emergency Relief
Grants to over 200 individuals with Down

Bareilles wowed the audience with her iconic
hits “Brave” and “I Choose You.” She also
shared the personal story of her uncle Brian,
with whom she was very close to and who
happened to have Down syndrome.
Matthew Morrison, an Emmy, Tony and
Golden Globe nominated artist, and beloved Glee and Broadway star, performed
live during the VIP reception and answered
questions from self-advocates.
The fashion show also paid tribute to the
late DeOndra Dixon, the beloved sister of Jamie Foxx who tragically passed away last
year. GLOBAL continues to honor her mem-

syndrome and their families and delivered
30,000 pieces of PPE to those with intellectual disabilities living in group and host homes;
the COVID-19 & Down Syndrome Resource,
created in collaboration with a consortium of
national organizations, was updated to include
information on the Delta variant and boosters.
To learn more about the Be Beautiful
Be Yourself Fashion Show or to donate,
visit bebeautifulbeyourself.org.
To learn more about the Global Down
Syndrome Foundation, visit globaldownsyndrome.org.
Source: Global Down Syndrome Foundation

Learn
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more
here:

GLOBAL Model, Clarissa Capuano

GLOBAL Model, Sophia Whitten

GLOBAL Model, Josias “JoJo” Zamora

Bryan Russell Mujica, the first person with Down Syndrome to run for a political office, accepting
the Quincy Jones Exceptional Advocacy Award for 2021
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What Parents Need To Know
About Learning Disabilities
L

earning disabilities affect how people
learn to read, write, speak and do math.
They are caused by differences in the brain,
most often in how it functions and sometimes
in its structure. These differences affect the
way the brain processes information.
Learning disabilities are often discovered
once a child is in school and has learning difficulties that do not improve over time. A person can have more than one learning disability. Learning disabilities can last a person’s
entire life, but they can still be successful with
the proper educational support.
A learning disability is not an indication
of a person’s intelligence. Learning disabilities are different from learning problems due
to intellectual and developmental disabilities
or emotional, vision, hearing or motor skills
problems.

Common learning
disabilities
Dyslexia:

People with dyslexia have problems reading
words accurately and with ease (sometimes
called fluency) and may have difficulty spelling, understanding sentences and recognizing
words they already know.

Dysgraphia:

People with dysgraphia have problems with
their handwriting. They may have trouble
forming letters, writing within a defined space
and writing down their thoughts.

Dyscalculia:

People with this math learning disability
may have difficulty understanding arithmetic
concepts and doing addition, multiplication
and measuring.

Apraxia of speech:

People with this disorder have problems with
speaking. It is sometimes called verbal apraxia.

Central auditory processing
disorder:

People with this condition have trouble
understanding and remembering languagerelated tasks. They have difficulty explaining
things, understanding jokes and following
directions. They also confuse words and are
easily distracted.
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Nonverbal learning disorders:

People with these conditions have strong
verbal skills but difficulty understanding
facial expressions and body language. They
are clumsy and have trouble generalizing and
following multistep directions.
Because there are many different types of
learning disabilities, and some people may
have more than one, it is hard to estimate how
many people might have learning disabilities.

What causes learning
disabilities?

Learning disabilities don’t have anything to
do with intelligence. They are caused by differences in the brain, affecting how the brain
processes information. These differences are
usually present at birth. But certain factors can
play a role in the development of a learning
disability, including:
● Genetics
● Environmental exposures (such as lead)
● Problems during pregnancy (such as
the mother’s drug use)

How do I know if my child
has a learning disability?

The earlier you can find and treat a learning
disability, the better. Unfortunately, learning
disabilities are usually not recognized until a
child is in school. If you notice that your child
is struggling, talk to your child’s teacher or
health care provider about an evaluation for
a learning disability. The assessment may include a medical exam, a discussion of family
history, plus intellectual and school performance testing.
Common signs that a person may have
learning disabilities include the following:
● Problems reading and/or writing
● Problems with math
● Poor memory
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Problems paying attention
Trouble following directions
Clumsiness
Trouble telling time
Problems staying organized

A child with a learning disability also may
have one or more of the following:
● Acting without really thinking about
possible outcomes (impulsiveness)
● “Acting out” in school or social situations
● Difficulty staying focused; being easily
distracted
● Difficulty saying a word correctly out
loud or expressing thoughts
● Problems with school performance from
week to week or day to day
● Speaking like a younger child; using
short, simple phrases; or leaving out
words in sentences
● Having a hard time listening
● Problems dealing with changes in
schedule or situations
● Problems understanding words or
concepts
These signs alone are not enough to determine that a person has a learning disability.
Only a professional can diagnose a learning
disability.

Help for learning
disabilities

The most common treatment for learning
disabilities is special education. A teacher or
other learning specialist can help your child
learn skills by building on strengths. Educators may try special teaching methods, make
changes to the classroom or use technologies
that can assist your child’s learning needs.
Some children also get help from tutors or
speech and language therapists.
A child with a learning disability may
struggle with low self-esteem, frustration and
other problems. Mental health professionals
can help your child understand these feelings,
develop coping tools and build healthy relationships. If your child has another condition
such as ADHD, they will need treatment for
that condition as well.
For more information on learning disabilities and resources, you can visit medlineplus.
gov/learningdisabilities.html.
Source: U.S. Department of Health and Human Services,
Medline Plus

WAWA SNIPE

In the News

Wawa Snipe

This year’s Super Bowl performance was
credited as being one of the most anticipated halftime shows of the year, bringing
nostalgia and diversity to the most popular
sporting event of the year. Among the performers were Warren “Wawa” Snipe and
Sean Forbes, two deaf rappers that were
invited to perform and interpret to make
the performance more inclusive. While
Forbes is prominent in the rap and deaf
communities and has been for many years,
Snipe is returning to the Super Bowl for
the second year in a row after his performative interpretation of “The Star-Spangled Banner” at the 2021 Super Bowl went
viral. Snipe and Forbes’ performance also
marked the first time ASL interpretation
was included in the event’s halftime show.
Source: NBC, Goodable, Techno Trenz

RODRIGO VAZ/FILMMAGIC

Two Deaf Rappers
Join Dr. Dre at
the Super Bowl

Sean Forbes
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Source: NBC, Victoria’s Secret

As We See It Premieres on Prime Video

The producer of the hit television show, Friday Night Lights has released his newest project, As
We See It, on Prime Video. The show focuses on three roommates, Jack, Harrison and Violet,
who all identify with having autism as they strive to get and keep jobs, make friends, fall in love
and navigate a world that eludes them. With the help of their families, aide and sometimes even
each other, these roommates experience setbacks and celebrate triumphs on their own unique
journeys towards independence and acceptance. The show not only follows three protagonists
with autism, but all three of the actors portraying the main characters, Rick Glassman, Albert
Rutecki and Sue Ann Pien, also identify with having autism. The first season contains eight
episodes, and rumors of a second season are already in the works.
Source: CNN, Prime Video
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PRIME VIDEO

FDA Fast
Tracks HairBased Autism
Study

In what the U.S. Food and Drug
Administration has called a
“breakthrough device,” the FDA
has fast-tracked studies on a new
program that might be able to aid
autism diagnoses. The FDA Breakthrough Device, StandDX-ASD,
aims to expedite the review of
innovative technologies that
provide more effective treatment
or diagnosis of life-threatening or
irreversibly debilitating diseases
or conditions. The test analyzes
molecular biomarkers developed
using its parent company, Linus
Biotechnology’s proprietary
exposome and biological response
sequencing platform, utilizing a
single strand of hair. “Now for
the first time in the history of
medicine we have the prospect
that, by studying a single strand of
hair, physicians, patients, families
and scientists can get the physiological equivalent of a blood test
for autism,” said Dr. Neil Kurtz,
MD, physician, psychiatrist and
neurologist, and an advisor and
director of the company.
Source: Linus Biotechnology Inc., Spectrum
News

ADOBE STOCK

Sofía Jirau, a model from San Juan, Puerto Rico,
is making history as the first Victoria’s Secret
model with Down syndrome. Jirau joins the company as part of their Love Cloud Collection, an
underwear and bra line centered around comfort
and diverse bodies. A model since 2019, Jirau has
used her growing platform as a space to encourage
those with Down syndrome to chase their dreams
and to break down the misconceptions that have
arisen about individuals with the condition. “I
want to tell the whole world that people with my
condition, Down syndrome, inside and out,” Jirau
told NBC News, “We have no limits.”

VICTORIA’S SECRET

Sofía Jirau Becomes
the First Victoria’s
Secret Model with
Down Syndrome

SPECIAL OLYMPICS

Special Olympics Launches First-Ever Fitness Campaign Aimed
at Hispanic Athletes with Intellectual Disabilities

For the first time in its over 50-year history, Special Olympics launched a fitness campaign aimed at Hispanic athletes with intellectual disabilities.
The campaign Escuela de Fuerza, which translates to School of Strength, drops at a critical moment during the pandemic when many athletes with
intellectual disabilities are working out from home to avoid public spaces. Escuela de Fuerza was developed in partnership with Special Olympics Global Ambassadors and MLB superstars New York Second Baseman Gleyber Torres and Chicago Catcher Willson Contreras. They are also
featured as commentators throughout the workout series. The series targets Hispanic athletes around the United States in their late teens through
early 30s and is led by five Special Olympics athletes: Tomás Monsiváis, Abigail Zamorano and Julián Rodriguez from Texas, Belem Chavez
from Illinois and Ramón Jiménez from Nevada. The series can be found at specialolympics.org/escuela-de-fuerza-espanol, along with additional
health resources.
Source: Special Olympics

KEVIN WINTER/GETTY IMAGES FOR GLOBAL CITIZEN VAX LIVE

Selena Gomez Launches New
Platform for Mental Health

For more
info, scan
here.

Beloved actress and singer Selena Gomez has launched a new
platform, Wondermind, to help those struggling with different mental
illnesses. The platform will provide free resources, educational materials and exercises from licensed therapists and provide a platform
for users to talk with one another about their own experiences and
struggles surrounding mental illness. After undergoing treatment for
bipolar disorder, Gomez was inspired to better the way society talks
about and deals with mental health. “I discussed that after years of
going through a lot of different things, I realized that I was bipolar,”
Gomez publicly stated in April 2021, “And so when I got to know
more information, it actually helps me. It doesn’t scare me once I
know it.” Wondermind is currently in its initial startup phase and can
be visited at wondermind.com.
Source: CNN
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Finding Success on the Spectrum
By Tonia Nifong

F

rom Andy Kwiatkowski’s desk in his
graphic design job, you can’t see the
often-lonely path he took to get there. The
23-year-old undergraduate Communications
— Digital Film/Media Art student at the
University of Colorado at Colorado Springs
(UCCS) overcomes many hurdles while living
with autism spectrum disorder (ASD), chasing his dreams of earning a higher education
degree and a rewarding career.
Juggling a full-time graphic design job
while pursuing a college degree shows how
far Andy has come. It was Andy’s kindergarten teachers who first recognized behaviors

“Even though there
are challenges of
varying degrees,
people with ASD
[autism spectrum
disorder] excel in
many areas, including
math, science and the
arts.”

that made them recommend he be evaluated. After his parents took him to Children’s
Hospital Colorado for an evaluation, Andy
was officially diagnosed. This began what
Andy describes as the “roller coaster” of living with ASD. For Andy, living on this roller
coaster means his nervous system is activated
to the fight or flight response by loud, sudden
noises; he struggles with balance issues, and
it is often difficult for him to relate socially
to his peers.
“It was a roller coaster. I could understand
how to get along with people younger than me
and older than me but not people my own age.
There were times I felt I was secluded,” Andy

ANDY KWIATKOWSKI

— Andy Kwiatkowski
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said.
“I worried about being bullied at school
because of my fears of fire alarms, assemblies, bicycle horns and musical instruments,”
he added.
“I also worried that if I became fearful,
people would not understand my behavior and
would be afraid of me.”

A Creative Departure from
Isolation

Grappling with fear and a need to move out
of isolation, Andy partnered with the Youth
Documentary Academy in Colorado Springs
to create the award-winning documentary,
Lonely Highway, chronicling his journey of
what it was like to grow up on the autism
spectrum. One scene in Lonely Highway
describes how Andy often ate lunch by himself, a scenario all too common for young students with ASD.
Creating Lonely Highway proved to be a
game changer for Andy, paving the way for
him to connect with his world and those around
him. “I felt creating my personal documentary, Lonely Highway, would educate others to
recognize and understand autistic behaviors,
offering understanding and assistance instead
of retreating in fear,” Andy explained.

From Traveling a Lonely
Highway to the Adventure of
College

Andy’s experience creating Lonely
Highway ignited a passion that influenced
him to pursue a higher education degree in
Communication and Film Studies at UCCS. “I
chose my major, because I love movies, especially animated movies, and I believe film is a
means to communicate all the stories I have in
my head,” Andy explained.
Unlike his isolated high school experience, Andy’s college days are rich with genuine connection. In addition to making new
friends, Andy participates in a variety of activities. “I’ve served as an officer of the game
club, participated in trivia contests, watched
sports games and more,” Andy said. “But one
of the best parts of college? Eating lunch with

friends.”
UCCS also offers great supports for Andy’s
disability. “I’ve been offered a letter of accommodation, authorizing me to take exams in a
separate environment, while allowing extra
time for tests,” Andy explained. “I’ve felt so
welcome and supported. Professors are available when I need extra help to understand
assignments.”
Andy maintains that the adventure of college is excellent for setting the stage for a great
life. “College is such an experiment. You can
go through any major you want and choose
what interests you most, with the opportunity
to make mistakes,” Andy said.

Gaining Real-World
Experience

Throughout Andy’s college experience
at UCCS, he’s actively sought to gain realworld job experience, bolstering his chances
of landing a job after he graduates in 2023.
Andy’s first internship was Wish Fulfillment
Intern for Wish of a Lifetime at the American
Association of Retired Persons (AARP). “I
edited an online interview with NFL Vikings
player Ola ‘Bisi’ Johnson. I developed a virtual art show for seniors to showcase their artwork, which included paintings, poetry, quilts
and wood carvings,” Andy said. “I also wrote

and sent postcards to seniors to help them
through the isolation of the pandemic.”
More real-world experience came through
video creation and editing opportunities
with The Arc Pikes Peak Region (The Arc
PPR), a disability advocacy nonprofit located in Colorado Springs. “They [The Arc
PPR] provided me an opportunity to create
a promotional film for their ‘Building for
Change’ inclusive personal development center. They’ve helped my public speaking and
leadership skills by offering me a position as
a member of their board of directors,” Andy
said.
Such work experiences helped Andy land
his first job as a graphic designer for Copy
Experts in Colorado Springs. “My boss recognizes my thinking skills and ability to quickly
process tasks, as well as my talent for putting
things together,” Andy said. “My boss works
to boost my skills so that we can get orders
out efficiently.”

An Exciting Future

With a solid foundation of experience and
supports, Andy’s future is bright. “My future
dream is to advocate for people with varying
abilities, work in children’s television or programming and dabble in creating cartoons that
are meaningful and hilarious,” Andy said. “I
also might pursue a master’s degree.”
Andy certainly has come a long way
from his days of fearing loud noises during
school assemblies, crediting the support he’s
received along his journey. He wants people
to know that autism spectrum disorder is not
a weakness to be feared. “Even though there
are challenges of varying degrees, people with
ASD excel in many areas, including math, science and the arts,” Andy emphasized.
Andy is hopeful that his journey will
encourage others who have ASD to pursue
their dreams. “Go for it! Let people see your
talent, whether it’s creativity, critical thinking
or business savvy,” Andy said. “A disability
is not a barrier from showcasing your skills.
People are more accepting than you might
realize.”

EDUCATION

Top Tips for Making the
Most of Your MBA
By Amelia Hopkins

If you live too far away to visit, a virtual
tour, coupled with thorough research, will
give you a fair indication as to whether the
school is a good match for you.

Speak to MBA alumni

No one knows an MBA course better than
alumni, so try to speak to several ex-students about their experiences. Given the way
we all feel about our alma maters, you’d be
hard-pressed to find anyone who’s not willing
to share their experiences. Try to pick those
whose interests match your own, to provide
you with an accurate vision of what could be
in store for you.

Research yourself online

Before applying, look at your public profiles — how are you representing yourself?
Either make all your social media profiles private or clean them up so that you’re presenting yourself in a mature and professional way.

A

n MBA is a huge investment, and for
what it’s costing you, you want to get as
much as possible out of the course. You might
think that, having studied at undergraduate
level, you already have a good idea about how
to make the most of higher education. But,
studying for an MBA is entirely different and
requires a different set of skills and preparation.
Here are our top MBA tips for choosing the
right business school and making the most of
your time when you get there:

Getting the most out of your
MBA experience

Applying to business school is a very timeconsuming process. MBA candidates have to
research numerous MBA programs, cram for
the GMAT, write multiple admissions essays
and prepare for B-school interviews.
With so much to do in the admissions
process, it’s easy to forget that it’s only just

the beginning of your MBA journey. To
make sure you get the most out of your MBA
experience, here are a few tips:
● Come up with your financial plan
● Focus on the full MBA experience
● Network anywhere and everywhere
● Be proactive during your MBA program
● Evolve your career goals as you go
● Apply for as many summer internships as
possible
● Don’t get intimidated
But before you land a spot in the MBA program of your dreams, there are a few things
you can do beforehand...

Visit business schools

The best way to understand the culture of
an institution is to visit it. By looking around
the campus, speaking to current students and
faculty and seeing the facilities in person,
you’ll be able to assess if the school fits with
your personality and goals.
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Find your way around campus

There’s nothing worse than getting lost on
your first day, so avoid that fate by looking
around your institution before your classes
begin. Take your schedule and walk to every
class beforehand, so you’ll be able to find your
way there easily when you need to. Most institutions offer tours of the various departments
and facilities, so take advantage of these too.

Start growing your network

A big part of an MBA course is the non-academic side of things. Networking and making contacts are a major reason for attending
business school, so make the most of the
opportunity. Introduce yourself to everyone
you can, and spend time getting to know your
classmates and professors. Particularly seek
out those with different backgrounds to your
own. This is one of the best chances you will
have in your life to meet such a diverse range
of people.

Join clubs

Extra-curricular activities are not only an
enjoyable way to meet people and break up
your school-work schedule, they also help
to impress potential employers. Most clubs
will have a ‘try it’ session, so attend all the
ones you’re interested in and pick a number
to actively participate in. If you can, secure a
leadership position in a society, as this looks
fantastic on future job applications.

Think about your career

It’s easy to get swept away by the MBA experience, but remember what you’re there for:
to advance your career. Make time to research
your course options early on and ensure they
will help in the pursuit of your goals. Speak
to the careers department often and attend recruitment events to meet with potential employers.
The internship portion of your course is
also very important for career progression, so
prepare for it thoroughly and select a company
you’d be happy working for — they might just
offer you a job once your MBA is complete.

Practice your interview skills

Informational interviews offer you the
chance to get a feel for the kind of interviews
that you will be dealing with after graduation.
They also provide the opportunity to explore
different companies and introduce yourself to
recruitment staff. Many MBA courses include
classes which include informational interviews.

Make sure you’re organized

An MBA course requires a significant
amount of juggling tasks, events and classes,
so organization skills are essential. Before beginning the course, familiarize yourself with
the tools you’ll use to organize your study,
including study apps, planners and calendars.
Once your course has started, make a timetable to plan out your time and stick to it — procrastination is your worst enemy. No period of
your life will depend on your organizational
and management skills more than studying for
an MBA.

Engage, but don’t force your
opinion

Contributing in class is essential, but that
doesn’t mean you should railroad the group.
If you have something to add to the discussion, do so and if you disagree with something, make that known, but don’t attempt to
dominate the discussion. You’ll learn more by
listening than you will by speaking, and you’ll
make more friends that way too.

Find a way to relax

MBA courses are stressful, so offset this by
finding a healthy way to relax. For some, it
might be jogging, for others painting or reading. When you’ve found what works for you,
set aside time each week to do it. Your anxiety
levels will thank you.
Source: TopMBA
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C

ate Osborn never dreamed before
COVID hit that she’d be the creator of a
thriving social media community of more than
two million in just one year. Known as @catieosaurus online, Cate, a mental health advocate, full-time content creator and co-host of
Infinite Quest podcast (a top-50 mental health
podcast), is speaking out about an unusual but
important topic: neurodiversity, disability and
the gaming community.
Osborn was as surprised as anyone at
the popularity her ADHD-focused content
achieved so quickly. After losing her job
during the pandemic, she created a TikTok
channel to pass the time. It turned out her content hit home for many people. Her honest,
informative posts about her own experiences
with ADHD and depression spoke to others
with similar realities who were hungry for
content, understanding and community.
From undiagnosed adult ADHD to neurodiversity and sexuality (Osborn is also a
Certified Sex Educator) to the lesser-known
symptoms of ADHD, Osborn explores topics
that don’t usually make it into mainstream discussions around neurodiversity. One particular topic garnered a swell of interest from followers: neurodiversity and accessibility in the
gaming community. As an avid Dungeons and
Dragons player and co-host of Infinite Quest,
Osborn’s two passions collided with the topic
of neurodiversity and gaming.

“There is a shocking lack of accessibility
in gaming,” explains Osborn. “Especially
tabletop role-playing games (TTRPG) like
Dungeons and Dragons. The more I explored
the issue and interacted with players who
struggle to feel welcome, the more I realized
how vital the discussion is. Everyone should
be welcome at the gaming table.”
Osborn speaks out about obstacles for
TTRPG players, which can pose challenges
to people with physical or mental disabilities.
Many organizers may not realize they are
leaving players out. For example, crowded,
loud game nights can be difficult for people
with sensory issues or auditory processing
disorders. Traditional game nights can last
between 3-6 hours, which can easily overwhelm or overstimulate a neurodivergent person. In-person game nights can be difficult for
disabled people to physically access or keep
immunocompromised people away due to
COVID concerns.
The challenges extend to PC/console gaming, where Osborn is encouraging developers
to consider accessibility when creating their
platforms and games. “There is a shocking
lack of accessibility in video games,” Osborn
explains. Challenges can include lack of captions, fonts that are not dyslexia-friendly or
graphics that make it hard for colorblind people or those with visual impairments to play
the game. “Of course, individual needs vary

92 | DIVERSEability Magazine | www.diverseabilitymagazine.com

from person to person but there are a lot of
common issues that arise,” Osborn explains.
Osborn and her Infinite Quest co-host, Erik
Gude, just wrapped up a national gaming and
comic conventions tour, including DragonCon,
GenCon, Pax Unplugged, GameHoleCon and
more. They conducted
workshops, sat on panels about neurodiversity as well as disability and adaptability in
gaming and performed
their interactive D&D
show “ADHDnD Live!”
Osborn is encouraged
by the interest she’s seeing from gamers and
developers alike for
changing the industry
to allow everyone to be
a full part of the community and play the games they enjoy without
obstacles.
“Of course, there is no way that a company
can make a game 100 percent accessible for
every single person, but our goal at Infinite
Quest is to just simply start the conversation
and talk openly about the struggles and challenges that often leave players feeling like
they aren’t welcome at the table.”
Source: Infinite Quest Media
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in Gaming
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Face the Music:

Creating Accessibility for Disabled Artists

RAMPD AND STEPHEN LETNES

my reach in the music industry
is more limited, so in order to
expand awareness — but more
importantly action — in moving
disability rights and employment, it made sense to align with
Lachi and RAMPD.

Stephen Letnes with RAMPD Co-Founder, Lachi

J

ust as a career isn’t defined
by its presence of an office
space or a traditional schedule,
accessibility is more than the
implementation of wheelchair
ramps into an office building.
There are people of all experiences and abilities in the music
industry, but there is still work
that needs to be done when it
comes to making the spaces that
musicians need, accessible.
DIVERSEability Magazine
took the time to chat with Stephen Letnes, one of the founding
members of RAMPD, a new
organization advocating for
the need for accessibility in the
music industry:
DIVERSEability Magazine
(DM): As a founding member
of RAMPD (Recording Artists
and Music Professionals with
Disabilities) can you please tell
us about the organization, its
goals and the RAMPD executive
committee and members? Why
did you feel it was important to

be a part of this organization?
Stephen Letnes (SL):
Although RAMPD is based in
NYC, its hundreds of members
are from all over the world.
RAMPD’s founding was spearheaded by multi-award-winning
recording artist, Lachi. Through
overlapping networks, she
connected with Gaelynn Lea,
Andrea Jennings and myself
to move the founding process
along.
RAMPD’s mission is
to amplify disability culture,
promote inclusion and advocate for accessibility within the
music industry. But, practically
speaking, RAMPD serves as a
resource for the greater music
industry to source top talent who
identify as disabled, deaf, having
a rare disease, chronic illness or
neurodiversity.
I chose to participate in the
founding of RAMPD because
although I work in the film
industry and advocate for
disability rights in that arena,

DM: What obstacles have you
faced in working towards inclusion within the music industry?
What progress has been made in
the industry in creating opportunities for recording artists
and music professionals with
disabilities?
SL: Regarding obstacles and
progress, and although RAMPD
is but a few months old, I would
say that publicly-facing evidence
of positive action taken by parts
of the music industry is yet
to be fully realized. Privately,
members of RAMPD have been
invited to speak with elements
of the music industry which I
believe to be good-faith gestures
and a willingness to listen to a
massive, but marginalized, portion of society who are often not
highlighted or marketed to.
DM: What do you see as the
primary way people can advo-

cate for accessibility within the
music industry?
SL: Join RAMPD! The greater
our numbers, the more pressure
it puts on those with power to
take notice and do the right thing
by hiring disabled musicians, inviting us to speak at events and
pay us accordingly, and making
concerts, events and award
shows fully accessible for all.
DM: You founded the Able
Artist Foundation (AAF) to help
provide music development,
education and mentorship plus
access to discounted software to
creative people with disabilities
who are on a fixed income after
you experienced budget limitations early in your career. What
are your long-term goals for
the foundation? Can you share
some stories of musicians who
have expanded their careers with
support from AAF?
SL: Job creation. When I
started AAF four years ago, my
program idea was to lower the
barrier-to-entry for disabled
composers and musicians by
partnering with companies who
would agree to reduce the price
of all of their software offerings

Adrian Anantawan playing the violin during RAMPD’s launch event
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Zoom Conversation with Gaelynn Lea during RAMPD’s launch event

by 50 percent so those with
limited resources could have an
easier time reaching their professional goals. Four years later,
we have our discount program,
an international music contest,
hardware instrument grants and
have placed disabled artists in
paying jobs in the film industry;
including one visually-impaired
violinist who performed on
Apple TV+’s show, “SEE.”
In 2017, my board chair, Paul
Erickson, told me, “AAF will

look very differently than how
you envision it today.” What
he meant was that one must
pay attention to the industry’s
movements, efficacy of AAF’s
programs and most importantly
our members’ needs to adapt
accordingly and maximize our
effectiveness. In other words,
don’t let your ego get in the way
of progress.
DM: How have you seen your
career impacted by collaborat-

ing with other creatives who
are working toward inclusion
and access within the music
industry?
SL: Through this new and
expansive RAMPD network,
I have been able to hire more
professional, disabled talents for
my film scores. If one wishes
to make real change, one must
be mindful about how one goes
about it. I actively choose to hire
disabled professionals wherever
and whenever I can and my
music cues, and the films they
support, are better for it.
DM: What is your creative process as a composer? How does
the music within a film help to
convey the story and engage the
audience?
SL: I would say that my process
for film scoring is not very
different from non-disabled

composers; I just use additional tools like magnifiers,
screen-readers and asking filmmakers pointed questions that
make the process accessible. A
funny thing about scoring films
is that perhaps only 10 percent
of your time is actually writing
music; the rest is admin, team
coordination, organizing and
relationship-building.
And to answer your very last
question, if people notice my
music more than the film itself,
then I have failed at my job. Music serves the filmmaker’s story
(as good or bad as it may be).
Music can’t (really) help make a
film better, but it sure can ruin it.
Remove ego, and your work will
be better for it.
To learn more about RAMPD
and AAF, visit their websites
at rampd.org and ableartist.org,
respectively.
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TECH & ADVANCEMENTS

DEGREE

P&G

INCLUSIVE INNOVATIONS

The World’s First
Inclusive Deodorant

Degree deodorant partnered with design
experts, occupational therapists, engineers,
consultants and people with disabilities to
create Degree Inclusive, the new deodorant
that can be used by people with upper limb
motor disabilities and visual impairments.
The deodorant includes a hooked design
for one hand usage, magnetic closures that
make it easier to take the cap off and put
it back on for users with limited grip and/
or vision impairment, enhanced grip placement for easier application for users with
limited grip or no arms, a braille label with
instructions for users with vision impairment
and a larger roll-on applicator to reach
more surface area per swipe. Although this
product is still undergoing beta testing, it is
believed to be the first deodorant designed
with these needs in mind.

OLAY Introduces Easy Open
Lid for People with Disabilities

In an effort to foster inclusion in the beauty industry, P&G
under their brand, Olay, has produced the Easy Open
Lid, a limited-edition prototype developed with and for
people with disabilities. The lid is designed with an easy
open winged cap, extra grip raised lid, high contrast
product label and braille text to make its use easier for a
wider audience. The Easy Open Lid will be incorporated
into the product design of OLAY’s most popular products: the Regenerist Micro-Sculpting Cream, Vitamin C +
Peptide 24 Face Moisturizer, Retinol 24 Face Moisturizer
and Collagen Peptide 24 Face Moisturizer. “We were
honored to work closely with a passionate group of people to bring this Easy Open Lid to life,” said Chris Heiert,
senior vice president of Olay. “As a global brand, it’s our
responsibility to ensure that ALL consumers have access
to products that serve their needs and fit seamlessly into
their daily lives. But we can’t do it alone, which is why
we’ve chosen not to patent this lid and rather share the
design widely with the beauty community. Our hope is
that others will join us in our efforts in making products
more accessible for everyone.”
Source: P&G

Source: Degree
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Analytics leader SAS and programmable robot maker Sphero are
helping students with visual impairments learn to code using robots
and specially designed lessons. Coding and computer science
skills are highly valued in today’s classrooms and careers. But often,
the supporting technologies are not accessible to people with
visual impairments. Using SAS CodeSnaps, a collaborative coding
environment requiring just a single iPad and a Sphero BOLT robot,
teachers of students with visual impairments (TVI) can now conduct
engaging coding lessons in the classroom. CodeSnaps is a free app
that teaches coding basics by enticing students to actively work
together, hands-on, to control Sphero BOLT, a programmable robotic
ball. Students work together to solve programming challenges
using tangible, printed coding blocks. SAS worked with the Perkins
School for the Blind to adapt CodeSnaps to meet the needs of
students with visual impairments or blindness. Adaptations included
adding braille to a simplified set of code blocks and making it easy
for teachers to produce the blocks. The lesson incorporates a tactile
device (meter stick) that students use to measure distances.
Source: SAS

SOREL Recreates Adaptive
Winter Boots

In partnership with Zappos Adaptive, SOREL
has redesigned three of its most popular winter
boot products to have a more inclusive structure
for individuals with disabilities. SOREL chose
three iconic silhouettes — Explorer II Joan Dual
Zip, Emelie II Chelsea Heel Zip and Explorer Boot
Dual Zip — and added modifications and features
to make it more accessible for everyone. Together,
SOREL and Zappos Adaptive collaborated on the
inclusive designs, incorporating dual zippers and
enlarged pull loops for an easier on-off experience.
Each design element — from closures and stitching
to lace length and collar height — was perfected
to strike the ultimate balance of function and style
and was tested in real-time by individuals with
disabilities.
Source: SOREL Footwear

ZAPPOS

SAS

.

METERS

Coding Made Easy for Students with
Visual Impairments
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Sesame Street has always been known to be inclusive
to all children and their theme parks are no exception.
Sesame Place, a new theme park opening in San
Diego will be an official sensory-friendly park, to make
the space enjoyable to all children. Sesame Place has
partnered with The International Board of Credentialing
and Continuing Education Standards (IBCCES), a global
leader in online training and certification programs,
to be designated as a Certified Autism Center (CAC).
Sesame Place team members will receive specialized
training to ensure they have the requisite knowledge,
skills, temperament and expertise to cater to all children,
including those with autism and special needs. Training
focuses include sensory awareness, motor skills,
autism overview, program development, social skills,
communication, environment and emotional awareness.
The park will also have a ride accessibility program, quiet
rooms and low sensory areas. Sesame Place also has a
location in Philadelphia where these same guidelines are
being followed.
Source: Sesame Street

SESAME PLACE

Sesame Street Theme Park to
Be Sensory Friendly

Planet Fitness to Add
Inclusive Workout
Equipment

The fitness franchise, Planet Fitness, has teamed
up with the Paralyzed Veterans of America,
National Council on Independent Living and
American Council of the Blind to create an even
more inclusive workout space. The chain will
enhance the amount and variety of accessible
equipment that they provide including an
inclusive, dual-cable strength machine that
allows a person to perform multiple exercises
from a seated position, including from a
wheelchair, a recumbent cardio machine where
movement of the arms can move the legs and
vice-versa. Multiple cardio machines, which,
depending upon availability, can include:
treadmills, elliptical devices, upright bikes and/
or recumbent bikes, and all new cardio machines
will have inclusive features including raised
tactile buttons and the ability to receive audible
instructions and performance feedback through
headphones. Planet Fitness will also include
the inclusive fitness symbol on all accessible
equipment, share information about the roll-out
of accessible equipment on its website (as it
becomes available in its clubs) and continue its
practice of providing customer service regarding
the use of accessible equipment.
Source: Planet Fitness
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Meet Tom Brown

Founder of the National Veterans Wheelchair Games
By Kellie Speed

om Brown never could have
imagined his idea to host an event
to commemorate the International Year
of Disabled Persons would turn into the
world’s largest annual wheelchair sports
event designed for U.S. military veterans.
The National Veterans Wheelchair
Games got its early start back in 1981
with just 74 athletes. Now in its 41st year,
the event features more than 600 athletes
from World War II, the Korean War, the
Vietnam War, the Gulf War and the post9/11 era, who use their wheelchairs for
sports competition.
“I was working as a recreation therapist
at the Department of Veterans Affairs
with Muriel Barbour and Wally Lynch,”
said Tom Brown, who co-founded the
Games. “We were trying to come up with
a one-time deal to commemorate the
International Year of Disabled Persons,
so we called it the National Veterans
Wheelchair Games. I’m not a veteran, but
was born with a birth defect and ended up
being a double amputee above the knees.
We were all sitting around a table trying to
find a way to show the abilities of people
in wheelchairs. We did it with very little
funding and mostly volunteers, with 74
veterans from the East Coast. It was held
on the VA grounds at McGuire VA Hospital
in Richmond, Va. The benefits of having
it at a VA hospital was that we could also
have patients from the hospital come and
watch the events as well.”
Despite his disability, Brown has never
let it hold him back from doing what he
loves. “I was always athletic at a young
age playing basketball, football, softball
and track and field,” Brown said. “I was
a music major, but loved sports more than
music, so I went on to get my master’s in
therapeutic recreation. I think the Games
have been able to raise awareness of not
only veterans’ disabilities, but also their

PHOTOS COURTESY OF THE DEPARTMENT OF VETERANS AFFAIRS AND PARALYZED VETERANS OF AMERICA

T

Tom Brown (right) upon his retirement in 2017 with family and PVA Past President, David Zurfluh
(left)
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abilities. We have many veterans participating
who have had a traumatic disability like
becoming a paraplegic or amputee and they
thought their life was over. They had been very
active before the military and thought their
lives were lost, but we knew they weren’t. We
just had to show them they could be just as
athletic [as] before their injury, and in a lot
of cases, better than when they had legs. We
show them how to maneuver over grass, pop a
wheelie or propel up a step.”
The National Veterans Wheelchair Games
is open to all U.S. veterans with spinal cord
injuries, amputations, multiple sclerosis or

other central neurological conditions who
require a wheelchair. “It’s an eye-opener
for the community to see more than 600
wheelchairs in one place, but the challenge for
us is to find 600 wheelchair-accessible rooms
for them to stay [in],” Brown added. “It also
offers us the chance to teach veterans how
to travel in a wheelchair, and they learn how
to adapt to rooms that may not accessible. A
lot of these veterans haven’t flown in a plane
since their disability.”
In 1985, Paralyzed Veterans of America
joined the VA to assist in expanding the
event’s mission to focus on opportunity rather

than limitation. This year, they are expecting
up to 650 participants to attend the five-day
event being held in Tempe, Ariz. from July
7-12. “We have been averaging 25 percent of
the attendees being new injuries each year,”
Brown said. “We attribute that to being able to
take the Games around the country. We started
out with just seven different events, and now
there are nearly 25. Being able to take the
Games virtual as well has allowed us to reach
even more veterans.”
For more information or to register, visit
wheelchairgames.org.
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LGBTQ+

How to Come Out to Your
Healthcare Team

C

oming out can be a different experience
for everyone. Some people may find
great ease in disclosing their sexual and gender identities while others find it incredibly
anxiety provoking to do so. This can also be
true when it comes to coming out to your doctor, therapist and other healthcare professionals that have been assigned to care for your
health.
While it is always up to the comfort and
discretion of the individual on the how and if
of coming out, it is encouraged that you do
come out to your medical team in order to receive the best care possible. Whether you’re
looking to come out to your current healthcare
team or you need to find a medical practitioner
that is LGBTQ+ friendly, there are a number
of ways to go about the process with the most
support and ease possible.

Tips for Coming Out to Your
Healthcare Team

● Bring a Friend: Have a friend come with
you when visiting your doctor. Sometimes
simply having a support system present
is all you need to give you the courage
and motivation to come out to your doctor. This can be especially helpful if your
friend has also had to go through this process in the past.
● Introduce your Pronouns: If you’re
looking for a more subtle approach, tell
your care specialist your pronouns right
off the bat. This can be a great way to
quickly disclose your gender identity
without feeling like you need to have a
drawn-out conversation about it. Some
people even wear pronoun nametags to
make this process even simpler.
● Bring it up Casually: Some people find it
helpful to skip the “coming out” conversation and bring up key elements that would
clearly allude to their identities.
● Ask for a Private Moment: In an
approach that is quite the opposite of
the last one, ask the healthcare specialist
if you can have a private conversation
before the appointment starts. This allows

for increased confidentiality, creates a
space of trust and will give you a more
blatant idea of the kind of professional
you are seeing, without getting too far into
your treatments.
● Ask Questions: Learn about what you,
specifically, will need to know about your
health in relation to your identities and
bring the questions you have about it to
your doctor. This can help you get the protections you need while letting your doctor know about your identities.

Tips for Finding an LGBTQ+
Friendly Team

● Ask for Referrals: Asking your LGBTQ+
friends, family members and trusted individuals which healthcare professionals
they utilize is one of the best ways to
ensure you receive accepting, educated
care. This person may even be willing to
come with you on your first visit to initiate
introductions and make the “coming out”
process even easier.
● Utilize LGBTQ+ Friendly Organizations: Your local LGBTQ center will usu-
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ally have a list of LGBTQ friendly healthcare professionals that they recommend,
but these lists can also be found online
through LGBTQ+ friendly organizations.
One of the most recommended tools for
this process is the Gay and Lesbian Medical Association’s Provider Directory,
which you can visit at glma.org.
● Inquire over the Phone: When you’re
still on the hunt for an LGBTQ+ friendly
team, you can call different places and ask
if they currently have clients that identify
with the community. This can be a great
way to get a feel for their belief systems
without ever having to step foot in their
office.
Remember that coming out should never be a forced process and should always be
done up to your discretion. Even when it feels
scary, remember that there is an abundance of
healthcare professionals out there that are accepting, educated, helpful and looking to give
you the best treatment possible.
Source: Human Rights Campaign, Planned Parenthood,
Patient

CALL 211 OR VISIT 211.ORG
FOR FOOD ASSISTANCE AND
OTHER RESOURCES

LET 211 BE YOUR GUIDING LIGHT.
OUR GUIDES ARE READY TO CONNECT
YOU WITH THE HELP YOU NEED.

Calendar
APRIL

Small Business Expo
Multiple Events
See Calendar
thesmallbusinessexpo.com
City Career Fair
Diversity Employment Day
Multiple Events
See Calendar
citycareerfair.com
XSTEM Fest
April 19
San Diego, CA
Usasciencefestival.org
PSWMSDC Procurement
Conference
April 20-22
Pswmsdc.org
Military Mojo
April 21-22
Charleston, SC
Militarymojo.org
HACE Leadership Summit
April 21-22
Chicago, IL
haceonline.org
ROMBA Club Leaders Summit
April 23
Chicago, IL
romba.org
ASHHRA Conference
April 24-27
Phoenix, AZ
ashhra.org

NAVUB Conference
April 25-29
Tucson, AZ
Navub.org

HIRE GI
May 11
Fort Hood, TX
Hiregi.com

The ARC Public Policy Conference
Virtual Event
April 26-28
Thearc.org

NMSDC Minority Business
Economic Forum
May 11-13
Chicago, IL
Nmsdc.org

MAY
Small Business Expo
Multiple Events
See Calendar
thesmallbusinessexpo.com
City Career Fair
Diversity Employment Day
Multiple Events
See Calendar
citycareerfair.com
Diversity Alliance for Science
East Coast Conference
May 2-4
Newark, NJ
diversityallianceforscience.com
Value of a Veteran Recruiting
Conference
May 3-5
Sarasota, FL
thevalueofaveteran.com
WPO National Conference
May 4-6
Montreal, Canada
Womenspresidentsorg.com
CBOF55 Conference
Hybrid Event
May 10
Chicago, IL
chicagomsdc.org

City Career Fair
Diversity Employment Day
Multiple Events
See Calendar
citycareerfair.com
WBDC Childcare Summit
Virtual Event
June 4
Wbdc.org

Vets 22 NVSBC Conference
May 17-20
Orlando, FL
Nvsbc.org

NAWBO Advocacy Days
June 7-8
Washington, DC
Nawbo.org

USVBA KTP
May 19-21
San Diego, CA
Gousvbaktp.org

WBENC National Conference
June 7-9
Atlanta, GA
Wbenc.org

USPAACC Conference
May 25-27
Washington, DC
Uspaacc.org

HIRE GI
June 16
San Antonio, TX
Hiregi.com

NUDC Conference
May 26
Chicago, IL
Nudc.com

AMAC Conference
June 20-23
Chicago, IL
amac-org.com

LA Fleet Week
May 27-30
Los Angeles, CA
Lafleetweek.com

USVBA KTP
Virtual Event
June 22-23
Gousvba.org

JUNE
Small Business Expo
Multiple Events
See Calendar
thesmallbusinessexpo.com

NABA Convention
June 22-25
Hollywood, FL
nabainc.org
AFWA Conference
Virtual Event
June 23-24
Afwa.org

Events subject to change. For the complete conference calendar, visit diverseabilitymagazine.com.
Send your conference announcements to partnerships@diversitycomm.net.
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HIRE GI
June 29
Fort Andrews, MA
Hiregi.com

JULY
Small Business Expo
Multiple Events
See Calendar
thesmallbusinessexpo.com
City Career Fair
Diversity Employment Day
Multiple Events
See Calendar
citycareerfair.com
UnidosUS Conference
July 9-11
San Antonio, TX
unidosus.org
HIRE GI
July 14
Fort Bragg, NC
Hiregi.com

NCOA Conference
July 19-22
San Antonio, TX
Ncoausa.org
NUL Conference
July 20-23
Washington, DC
nul.org
NOBLE Conference
July 22-27
Orlando, FL
noblenational.org
LULAC National Conference
July 26-30
San Juan, Puerto Rico
lulac.org
HIRE GI
July 29
San Diego, CA
Hiregi.com

AUGUST

SCMSDC B3 Conference & Expo
Hybrid Event
July 14
Los Angeles, CA
Scmsdc.org
NAACP Conference
July 14-20
Atlantic City, NJ
Naacp.org
FEW National Training Program
Virtual Event
July 18-20
few.org
Disability:IN Conference
July 18-20
Dallas, TX
disabilityin.org
The ARC Summer Leadership
Institute
July 18-20
Chicago, IL
Thearc.org

NGLCC Convention
August 2-5
Las Vegas, NV
nglcc.org
ALPFA Convention
August 7-10
Orlando, FL
Alpfa.org
WIFLE Convention
August 8-11
Phoenix, AZ
Wifle.org
HIRE GI
August 11
Joint Base Lewis McChord, WA
Hiregi.com
BDPA
Hybrid Event
August 18-20
Atlanta, GA
bdpa.org

HIRE GI
August 25
Naval Base Norfolk
Norfolk, VA
Hiregi.com
Diversity Alliance for Science
West Coast Conference
August 30-September 2
Laguna, CA
diversityallianceforscience.com

SEPTEMBER
LA County Women’s Leadership
Conference
September 1
Los Angeles, CA
lacountywomensleadership.org
Commercial UAV Expo
September 6-8
Las Vegas, NV
expouav.com
Navy Gold Coast Conference
September 6-8
San Diego, CA
navygoldcoast.org
ACM Richard TAPIA Conference
September 6-10
Washington, DC
tapiaconference.cmd-it.org
Military MOJO
September 8-9
Washington, DC
militarymojo.org
PSWMSDC Supplier Diversity
Business Summit
September 9
San Diego, CA
pswmsdc.org
CHCI Leadership Conference
September 13-15
Washington, DC
chci.org
HIRE GI
September 14
Hunter AFB
Savannah, GA
Hiregi.com

Wonder Woman Tech
Hybrid Event
September 14-15
Long Beach, CA
HIRE GI
September 15
Fort Stewart
Fort Stewart, GA
Hiregi.com
NBMBAA Conference
September 27-October 1
Atlanta, GA
nbmbaa.org
ASALH Conference
September 29-October 1
Montgomery, AL
asalh.org

OCTOBER
USHCC National Conference
October 2-4
Washington, DC
Ushcc.com
GMIS Conference
October 5-8
Pasadena, CA
greatmindsinstem.org
AISES National Conference
October 6-8
Palm Springs, CA
aises.org
ROMBA National Conference
October 6-8
Washington, DC
reachingoutmba.org
HACU Annual Conference
October 8-10
San Diego, CA
Hacu.net
NAWBO Conference
October 9-11
Louisville, KY
Nawbo.org
HIRE GI
October 13
Travis AFB, CA
Hiregi.com

Events subject to change. For the complete conference calendar, visit diverseabilitymagazine.com.
Send your conference announcements to partnerships@diversitycomm.net.
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Freddie M a c

IT Generalist in the
Technology Analyst
Program

Francine wanted more
from her workplace.
“Freddie Mac’s commitment to hire diverse talent includes
neurodiverse individuals like me. The support I get makes me feel
comfortable and at home around my colleagues. This builds on
Freddie’s mission of making home possible for everyone even
within the workplace.”

Join our team at careers.freddiemac.com

As Someone Who Identifes As Neurodiverse, I Feel
Empowered As a Part of Our Employee Network.
Rob Surratt identifes as a neurodiverse individual with
attention defcit hyperactive disorder (ADHD). Currently,
he is a Learning Solutions Manager in the Talent Development
and Learning team and a steering committee member of the
Disability Awareness Alliance United States, an employee
network at State Street. He shared with us how the postpandemic workplace allows better opportunities for
candidates with disabilities and Alliance’s plans for 2022.

Tell us more about your role at Disability Awareness
Alliance, one of the employee networks at State Street?
As someone who identifes as a person with a disability, I feel
empowered as a part of this group to aect change and help
in making the organization inclusive. I think some of the key
elements that the network drove in 2021 were opportunities
to talk about the intersection of race and disability, which was
critical. For 2022, having more events to connect employees to
the topics of disability, mental health and intersectionality will
be critical. The fact that the pandemic is ongoing highlights
that we need to continue hearing from our people, care for them
and create spaces for self-care as well. All underrepresented
communities are hurting and this equitable approach will help
in driving inclusive environments.

I think that the hybrid model and remote working has enabled
greater inclusion for the underrepresented population. Unconscious
bias happens at times when we frst “see” someone. In a virtual
environment, we don’t always have that initial assessment of
someone, often leveraging email or other avenues to communicate.
We are also visually seeing individuals in their comfort zones home, so are able to see the more human side of each other.

Given your experience, what is your advice to individuals
or managers looking to embrace people with
disabilities more?
Listen to others' stories and what they are going through. Take
time to pause, listen and refect. I have found that often we do
not hear the depth of what people are trying to communicate.
Amidst the pandemic, the racism and discrimination towards
underrepresented groups has been overshadowed by the
challenges of remote working and communicating with people
virtually. I believe we all need someone to listen to us and to
allow space for discussion or venting.
As di−cult as things may seem, where there is hope,
there is potential for change.

What are the new hybrid work features that help you
and other employees thrive?
Folks with neurodiversity more often than not beneft from
quieter spaces to focus. In university, I would take my tests
in a room with glass doors and extra time to help me in focusing
on the task at hand. Given that I am a people person, I also enjoy
interacting but I believe that the opportunity to focus at home is
a critical beneft.

Rob Surratt
Enterprise Learning Solutions
Manager, Inclusion, Diversity &
Equity and Professional Skills

Are you ready to make your mark? Get tailored job recommendations in
fnance and technology based on your interests at
statestreet.com/careers
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Meaningful Connections,
For People of All Abilities
Cox Communications connects 6 million homes and businesses to the things they care about most.

Cox Homelife™
Sma rt lights, locks, and
thermostats all operable via
app and the Contour Voice
Remote

Accessible Web Remote
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A free web-based remote
for navigating Contour
menus using various
assistive technologies

Big Button Remote with Voice
A big button, voice-controlled
Contour remote t hat caters to
cust omers with visual, dexterity,
and cognitive needs
Coming in 2022

Telecommunications Relay Service
The TRS (711) service lowers
barriers to communication
by linking standard telephones
w ith text telephones

We're committed to making our products and services accessible to all customers.
Visit cox.com/accessibility or contact Accessibility Support at 1-888-266-1304

