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Introduction and Housekeeping
LaCandice Ochoa, Deputy Director DOR: Thanks, Pia. Good morning and welcome to today's Webinar. I am LaCandice Ochoa and I serve as a Deputy Director of the Independent Living and Community Access Division here at the Department of Rehabilitation. We are excited to have the audience with us today in recognition of National Disability Employment Awareness Month focus this year on the theme of celebrating the value and talent people with disabilities bring to our workplaces. We are joined today by panelists from a variety of employers who will share how they've built inclusive workplaces and business models. Today's webinar is also part of our Building Business Better series, which is all about employers sharing their real-world experience experiences and shifting the conversation towards highlighting best practices, learning and innovations directly from business. Our statewide network of employer partners continue to grow, reflecting a broader movement of bringing people together from the private and public sector to better support the talent of people with disabilities and build a more inclusive workforce. Next Slide before we get started, I will review the accommodations provided during today's webinar. The accessible course materials will be posted in the chat by a member of the Disability Access Services team. We have American Sign Language interpreters. Thank you Jai and Marvin, and we also have a live captioner today, thank you, Andy. To access the captions, select CC or Show Captions option in Zoom. Let's go back one more slide. Thank you. Today's webinar is being recorded, and the recording will be posted on the DAST webpage. Next slide the chat function for participants is turned off today to support increased access for audience members using screen readers. If you would like to make a comment or submit a question, please use the Q and A feature in Zoom. We have time reserved near the end of the webinar to address audience questions. And if you need any technical assistance or support throughout today's webinar, please email the DAST team DASTraining@dor.ca.gov.  Next slide. Now that we've covered the housekeeping items, let's introduce our panelists. So, each panelist, can you briefly share your role and what excites you the most about today's webinar? First, we will start with Gayle Tornberg from the Lawrence Berkeley National Lab.
Panelists
Gayle Tornberg, Berkely National Lab: Thank you. Good morning, everybody. I'm Gayle Tornberg and I'm a Senior Integrated Disability and Absence Management Analyst at Lawrence Berkeley Lab or Berkeley Lab. I've been working at the lab for 18 years, supporting employees through leave accommodations and return to work programs. I am a certified Leave Management Specialist through the Disability Management Employer Coalition. Berkeley Lab is a U.S. department of Energy national laboratory managed by the University of California. And we have about 4,000 employees. We are a multidisciplinary research institution solving real world challenges in energy, environment, health and technology. And I'm honored to be here today to share how we promote accessibility, inclusion and opportunity for employees with disabilities. Thank you.

LaCandice Ochoa, Deputy Director DOR: Thank you, Gayle. Next, we have Nicole Rand from Phoenix Technologies.

Nicole Rand, Phenix Gateway: Hi. Good morning, everyone. My name is Nicole Rand, MBA CSP. I am the program administrator with Phoenix Gateway, and we have been running our program for about six years. What we do is we actually provide those who have received a physical or mental diagnosis with an opportunity to gain experience, real world experience in developing their professional skill sets so they can go on to become independent in careers that pay a livable wage. We were originally founded by Angel Sanchez, who is the CEO of Phoenix Technology.

LaCandice Ochoa, Deputy Director DOR: Thank you, Nicole. And last but not least, we have Tina Marzell from Toolworks.

Tina Marzell, ToolWorks: Hi there. Can you all hear me?

LaCandice Ochoa, Deputy Director DOR:   I hope we can, Tina.

Tina Marzell, ToolWorks: Great. Hi everybody. I'm really honored to be representing Toolworks in this panel discussion today. My role for over 39 years at Toolworks has been as what we call job developer in our employment services department. Toolworks just celebrated its 50th anniversary this month and we're a nonprofit community-based organization that is dedicated to providing services in partnership with persons of disabilities and a whole range of program activities, employment services in which I work. We have community living services, community integration, internships. We serve persons with disabilities who have varying categories of disability. I came into the work myself through my sign language skills. And we are, I'm happy to say, in our region, the second largest employer of deaf and hard of hearing persons. That's over 100 people that are on our staff and also that are employees in our social business enterprises. Janitorial is the main big one. There's recycling and then we have a bakery cafe. I could go on and on and on, and I won't. But I'm just happy that we're here to share what we know, learn from each other and answer questions. So, I'll turn it over to the next person.
Hiring People with Disabilities
LaCandice Ochoa, Deputy Director DOR: Thank you, Tina. Next slide. So, the first topic that we will cover is hiring people with disabilities. Nicole, can you speak about your organization's intentions during the hiring process and what you look for when hiring a person with a disability.

Nicole Rand, Phenix Gateway: Absolutely. So, as I mentioned during the introduction, we were Phoenix Gateway was founded by Phoenix Technology, which is a for profit company that produces fire helmets for firefighters all over the world. And so, the reason this is important is because the motto at Phoenix Technology is better. Better people, better products, better world. And so, when we started our journey, we really wanted to lean into the better world portion. And as I mentioned, Angel Sanchez, he's the CEO of Phoenix Technology, he was really looking at different initiatives and he thought about his aunt Lupe who had down syndrome, and the opportunities she was afforded and not afforded in her life. Additionally, in his earlier years, he had worked with another individual at Pizza Hut who had down syndrome as well, and the opportunities she was provided and watching her grow and thrive from these experiences. Angel really wanted to do the same thing at Phoenix Technology. So, just trying to kind of keep a long story short here. What started with one success story, which was a young man, he autistic headphones, sunglasses, introverted, not really talking to anyone, has grown in six years to a completely skilled individual on all of our points of production for the fire helmets. He has a full social life, he's driving, and he lives on his own from there. From that success story, we actually grew into an entire nonprofit organization that focused on actually creating little cohorts that went through 11-week program and would graduate with the professional skills that I mentioned earlier, leading them into positions of employment and independence. And we're happy to say that we've had a 90% successful employment placement rate for our cohorts. So, the intention here really was to help make a difference in the lives of a few people. But through our program, we got the opportunity to help so many more individuals and we continue to work for that every day. As far and as far as what we're looking for in a person with a disability, what it really comes down to, particularly with Phoenix Technology, is are they capable of doing the work right? So everybody that comes through gets an opportunity to kind of explore what a day in the life looks like on the production floor. A lot of people have to build up to it, but are they able to stand, are they able to follow directions? Obviously, we make some accommodations on directions. A quick example and I'll just wrap it up here, but we have an individual, he works part time for us. He's both deaf and autistic and he won't sign in public. And so, we were a little concerned at first, but he was Able to just watch what other individuals were doing on the production floor and pick it up so quickly that he's become a rock star on the team. So, that's really what it comes down to in the end is, is are they going to be able to work on the production floor with basic accommodations?

LaCandice Ochoa, Deputy Director DOR: Thank you, Nicole. And our fourth panelist, Dion Adams from PG&E has joined us. So, Dionne, if you could briefly introduce yourself to the audience and then share any information you would like about the hiring process for people with disabilities PG & E.

Dionne Adams, PG & E: Oh, thank you. So, good morning, everyone. Dionne Adams. I'm the director of Co Worker Inclusion and belonging, or PG & E. And within my portfolio I have 15 employee resource groups. I do the workplace policies around harassment, anti-discrimination. And within my portfolio, I also have inclusion councils where we're embedding culture within the different business functions of the business to really create more belonging and inclusion. And so, it's a joy one of our stands as a company is leading with love. And so I get to do that every day, having the privilege to direct this particular function that touches our 28,000 coworkers that help serve our customers. One of the ergs that are part of my portfolio is our access erg. And they partner a lot with us when we talk about workplace accommodations. And then interrupting stigma and then informing our hiring process and even how we present information on our webpage and then in our customer print materials. One of the things that PGE is really working to deliver on is reflecting the hometowns that we serve. And so that means making sure that all the different demographics that we have are represented in our workforce. And we know that people with disabilities is probably the biggest minority group in the world. There's people that have them seen and unseen that people don't have awareness around. And so in our hiring process, we updated our career page to where it's ADA compliant, also easy to read. We print materials in large print for those who are vision impaired and really have an alternate process for when you're applying online if you need to see the website in a different way, we work with our technology team to do that to make sure that folks feel like they're included. And then we ask people if they need accommodations versus having them ask us to interrupt stigma. And so, our intention hiring is one you belong. At PG & E we have our slogan or our workplace branding around inclusion is the power of we, it is one team, every co-worker.  That's the power of we. And so, everyone has a place. And so we work really hard to make sure when folks want to come and work at PG&E that they know and feel those things.[MEETING DISCONNECTED]
Reasonable Accommodation
LaCandice Ochoa, Deputy Director DOR: Thank you Dionne, and thank you for highlighting the importance of digital accessibility as well as touching on reasonable accommodations, which is our next topic. So next slide, please. So a key component of Inclusive Workplaces is providing reasonable accommodations. Tina and GAIL, can you describe your company's reasonable accommodation processes, including any cost incurred and how you respond to changes for employees with disabilities?
So let's have Gayle go first.
Gayle Tornberg, Berkely National Lab: Thank you. Sure. I'm I'm part of the integrated Disability and Absence management office, which is the central hub for accommodations and leave support here at Berkeley Lab. And we have a website where and an e-mail where employees reach out to us. We guide them through submitting a request and obtaining medical certification. We then work with the employee and start the interactive process which brings together the employee, the supervisor, the HR division partner to identify solutions. Once an accommodation is agreed upon, we implement it and we monitor it. Most accommodations are low cost or no cost. Things like ergonomic equipment, assistive technology, flexible schedules or remote work. We also work closely with our ergonomic team who reached recently launched A1 Small Change campaign, which encourages everybody to make small adjustments to a safer, more comfortable workplace. And when there is a new supervisor or a job change, we meet again to review and adjust the accommodations as needed. Our goal is to help employees perform their best safely and confidential, confidently.
Thank you.
LaCandice Ochoa, Deputy Director DOR  Thank you, GAIL. Tina, let's hear from you.
Tina Marzell, ToolWorks:  Sure. If you don't mind, I'd like to combine information which is definitely related from the last question. I didn't have a chance to answer it, but I'll combine it with the this Reasonable accommodation. And also, just let it be known, ToolWorks is very intentional as far as an employer, as an employing People very intentional about hiring people with disabilities. And that's something that we are very grounded in our mission. And so, for me in my role, I encourage other employers to do the same. But definitely ToolWorks is a model to follow. And I'm very inspired by what the other employers have just said this morning so far. It inspires me. We provide, as far as employers ourselves, reasonable accommodation, which is an ongoing and interactive process. Each situation is different internally, meaning as employers for our own staff who are disabled, we have job coaches that will be supporting individuals in our enterprises and janitorial work, et cetera, et cetera. We also, in partnership with other employers, are a resource for incumbent accessibility requests, everything from ergonomic workups and workstations, certainly sign language interpreting. I'll give you one example for one employer that has hired somebody who graduated from our janitorial training program. This individual had a massive stroke, had been a businessperson, had his own business for years, and then suddenly his life changed. This company, I'm happy to mention them, as Human Made, their community-based organization in San Francisco. With our support, they were able to accommodate this individual so that he could continue to do his very, very important physical therapy during the week. They hired him as a janitor. They were able to adjust his work schedule. There's many, many examples that I could cite, but it's an ongoing process and I love hearing when employers such as PG&E already get it. And we're here to offer our services and to continue to be a model. And also, we can learn as well. Thank you.
Workplace Impacts
LaCandice Ochoa, Deputy Director DOR: Thank you. Next slide, please. So, in alignment with the theme of celebrating value and talent, let's switch to discussing some specific workplace impacts. Nicole, I've had the pleasure of meeting Phoenix Technologies Chief Joy Officer in person. So, can you share more about his story? And Gayle, can you also share the impact of hiring people with disabilities, including an employee's success story? Nicole, we'll start with you.

Nicole Rand, Phenix Gateway: Okay, perfect. Yeah. And Candace, if you don't mind, I will get to our Chief Joy Officer in just a minute. But I really love this topic because this is something at Phenix Gateway we are trying to share with other businesses because of what we do, because of the training that we provide our individuals and the impact that we're able to make in their lives. We also want businesses to understand that they are going to be receiving such a positive impact as well from hiring individuals with disabilities. I'll share real quick what, how it's, how it's affected Phoenix Technology especially. It's not only impacted the staff, but it's impacted company profit, profitability and most organizations, most companies don't understand that they are in statistically speaking, going to get an increase in production safety and loyalty. We have a small production team for the amount of work that we do and amount of product we put out. We have four employees that are full time neurodivergent individuals and then we have some others that rotate in and out on a part time basis. Honestly, the impact on staff not only has been the morale booster and that's where our chief joy officer comes in, but staff has also learned to be more adaptable and realize that integrating individuals who have received a mental or physical diagnosis is, is not that difficult. There's not a whole bunch that has to be changed. As for the impact on productivity and bottom line, adding the neurodivergent team has not only increased product production, which obviously lets us generate more orders, but has more importantly created production consistency. One of our production leads, Albert, who works with all our cohorts and neurodivergent students and our interns have mentioned that what he found is with his neurotypical team that one day they would be able to produce a large amount of orders and then the next several days it would be much lower. And he kept going, well, what's going on? Now that he has a fully neurodivergent team, they work to produce the absolute most that they can every single day. So, he said his production is high and it's consistent. So, yeah, and all, of course all of this ultimately leads to productivity and what most businesses are looking at is profit. And then so circling over back to our chief joy officer, he is fantastic and so his story. So, we, as I mentioned earlier, we had our first individual that, that came through that kind of kicked everything off. His transformation has been amazing in six years. He's the one who has his driver's license since living on his own now. And he actually has a side business he does on the weekends as well. And so actually DOR, I believe, is the one who had heard about our success with our first individual and said, hey, can you work with Patrick? And I guess he had really struggled with other employers and being able to retain a position. So, we said, sure let's bring him on. And he, he, he did struggle. I, I don't want to sugarcoat it, he did struggle. First hundred hours he hadn't made much progress. So, we got another 100 hours with him and he made a little bit of progress, but it was still something where he probably wasn't going to be able to work on the production floor. However, he has the biggest, most happiest personality, is definitely infectious like Candace had mentioned. And so angel, our CEO said I absolutely need to keep him on in some capacity. So, he created the position Chief Joy Officer and was like, even if we can have him part time, that would be great, you know. So, he started working part time. But what ended up happening is with a little bit more exposure to the, the different tasks that we do on the production floor, he was actually able to start picking it up and start really understanding that, that repetition. And so now he is one of our four full time employees. He got his driver's license, bought his own truck and he too has his own side business and he does paintings. And I'm, I don't know if this is probably or not, but I have one of his paintings I absolutely love and I'd love to just show you guys like what he does. This is my, this is my cat. But anyway, so, so yeah it has, it's a. Our stories here have been phenomenal and what kind of. I'm glad that we were. I was able to, to share that with everybody.

LaCandice Ochoa, Deputy Director DOR: Thank you, Nicole, and for sharing the painting of the cute white cat on a teal background. So, Gayle, let's hear from you. And then Tina, I also wanted you to share after Gayle, the success story that you shared with my team during our practice session. So, Gayle, let's hear from you first.

Gayle Tornberg, Berkely National Lab: Thank you. Yes. In 2012, Berkeley Lab partnered with an organization called East Bay Innovations, EBI for short. We recognize that adults with developmentally disabilities both had a desire to work and an ability to contribute meaningful. They just needed access to the right opportunities and support. Hiring through EBI gave us access to a qualified talent pool and offered employees with disabilities a chance to thrive. The EBI program provided a fully funded intern for nine months, job coaching for the Internet, a poll of candidates, assistive tools and technology, disability awareness training and interns that were fully funded by the California Department of Developmental Services and entry into entry level positions through EBI. We originally hosted four interns for a six-to-nine-month period, each supported by a dedicated job coach which provided on-site guidance and helpful facilitation success with complex job tasks. The internship model not only fostered job readiness, but also provided Berkeley Lab with an opportunity to experience the diversity of inclusion in real time. A success story is that of the four original EBI interns, we converted three into career positions with full benefits. One employee have been promoted three times and two remain employed at the lab today. Over the years, we have continued to support incoming EBI interns across a variety of areas at the lab, including research. So, hiring individuals with disabilities has been a slow going, but yet meaningful impact on our workplace. Thank you.

LaCandice Ochoa, Deputy Director DOR: Thank you. Gayle and Tina, can you share your impact story?

Tina Marzell, ToolWorks: Can you hear me, folks?

LaCandice Ochoa, Deputy Director DOR: Yes.

Tina Marzell, ToolWorks: Great. Okay. There are so many examples, as you can imagine, but we'll talk about one individual kind of represents what can happen with support and openness. I want to just give you one statistic quickly. Something like 30% of persons with disabilities in this country who want to work are currently employed, as opposed to something like 70% of the non-disabled community. We're all doing what we can. There's so much more to do. Ivan. And you can see a video that was made about Ivan that was shown at our recent 50th anniversary celebration. Ivan. I met him about 20 something years ago. He's a deaf man from Bulgaria. He was a professional animator, and he came to this country to make a better life for himself and his family. And he wound up living in a shelter in San Francisco. And then he went through the Department of Rehabilitation application process. And because we are known as being able to serve people who are deaf, was referred to ToolWorks for employment service activities. And I met him there. Ivan just wanted to learn and grow, learn English, learn American Sign Language and was ready to do anything that he could. He was able, he was interested in a janitorial job just so that he could work, he could learn about American culture, workplace culture, and start earning some money and being independent. And we provided job coaching for him. It was with the Claremont Hotel. And even though it wasn't in his professional field, it didn't matter to him. But then we were able to find an animation job in San Francisco with a company called Wild Brain. And he got so into back into his field. But the world had changed. It was much more digital than it had been. But he was wonderful employee and. And then that company was taken over and he unfortunately couldn't stay on. But he found his own job at Meyer Sound Studio in Berkeley. And that was so thrilling. He found his own job. I don't want people to be dependent on me. They don't have to be. You know, to me, that success and then that job after some years ended and then I asked him whether he'd be interested in working for us. We're not a bad employer, especially if you're deaf. He was very interested. He was hired. He's been with us for years now as a job coach for other people with disabilities. He's a natural. He's able to at employer sites where we have individuals on internships, other deaf people that are working in outside companies. He's the one teaching them and is able to model for the public and for coworkers what it is to be integrated into the world as a person with a disability. So, yeah, there's a link to that video which you might be interested in. That's I guess in the chat. So, I have many more examples, but Ivan is, I think, a good one. Thanks.
Best practices
LaCandice Ochoa, Deputy Director DOR: Thank you, panelists, particularly for highlighting how employment can lead to and support independent living and a purposeful life for people with disabilities. Next slide. So, audience, stay with us. We are almost to the open Q and A question. The panelists have shared some best practices already during today's webinar. So, Dionne, I'd like to open it up to you to share any additional best practices for interviewing, hiring, onboarding and supporting people with disabilities in the workplace.

Dionne Adams PG & E: Sure. One we partner really closely with our employee resource groups to help us get bigger insights. Right now, we're doing a pilot with them to incorporate copilot for coworkers to help once they're here in the development phase to support different abilities they may have. Some of the best practice that we have done is American Sign Language video relay interpreting for coworkers. So, we do that. We have a psychological safety program within the company. So, we do speak up, listen up, follow up. It's a channel for folks to speak up about things. And then we have a process where you need to follow up and close it out and we track it to make sure that folks are being heard. So, it's a speak up channel for coworkers. And then we do safety messages every day. One of our stands is everything and everyone is always safe. And we really do a great job of making sure that folks know it's not just physical safety, it's psychological safety. And so we share those things with folks that are joining us as a company and that are still here at the company. And then we do our accommodation requests. In all our teams and virtual meetings, we share with folks the use of closed captions and different tools that are available so that people can be included. And then what are some of the other things that we do? We have a partnership with disability in and so we do some training around disability etiquette for leaders so that they know how to support their teams and how to interrupt bias when they're hiring folks that may have identified that they have a disability. And then we have some ergo safety teams for neurodivergent so that they can understand the culture, know that we're here to support them. And then we have, I mentioned it earlier, we do some branding around assess. We make sure that our collateral and materials meet accessibility requirements so that coworkers, when they see our job descriptions on our page, it's accessible, they can let us know if they need anything additional. And then when we also talk with customers, because customers, our potential employees, we make sure that we have materials that are printed for vision impaired or sensory so that co workers and potential employees have those available. And we're working to get our business cards put in braille also. So, we're doing a bunch of different things.

LaCandice Ochoa, Deputy Director DOR: Thank you, Dionne. And for bringing up the business cards in braille. Sometimes in the 21st century in our digital environments, we forget about the importance of braille as a writing system. So, thank you for including that in the conversation.

Dionne Adams PG & E: You're welcome.
Key Takeaways
LaCandice Ochoa, Deputy Director DOR: Next slide. So, before we wrap up today, I want to go off script a little bit and ask the panelists to speak to your fellow employers who are attending today's webinar. What advice do you have for employers who are nervous or apprehensive about hiring people with disabilities? So, we will go in the order of Gayle, Nicole, Tina and Dionne. This is your chance to speak to your fellow employers who are with us today.

Gayle Tornberg, Berkely National Lab: Thank you. Well, disability is the largest minority group out there. Anybody can enjoy can join this group at any time. Disability can happen just at a blink of an eye. It could be temporary, it could be permanent, or it could just be for a very short time. Like I said, temporary. Our partnership with EBI has shown that when you create an intentional pathway for people with disabilities to contribute, everybody thrives. Inclusive hiring isn't just the right thing to do. It is a strategic investment in innovation, culture and people. At Berkeley Lab, we see how inclusion strengthens our team and brings science solutions to the world. I encourage you to just do it. Thank you.

Nicole Rand, Phenix Gateway: Yeah, I'm going to pretty much second what Gayle had just said. So, as I mentioned in some of the earlier questions, one of the things we try to help employers understand yes this improve individuals lives. Absolutely, for sure. But businesses generally speaking are really looking at the numbers, right? They're looking at P and L and they're looking at the bottom line. And if you're looking for that, I hate to, I hate to say perfect, but that that ideal employee what we've seen is that the candidates that come through our doors absolutely. Have just made things so much better. Like I mentioned earlier, safety, profitability, and attendance, right, are all so much better than their counterparts. And I've seen this across several different businesses, and you're hearing it here today as well, how business has improved by hiring individuals who have received some sort of physical or mental diagnosis. What I want to second what Gayle said, is that hiring these individuals is really not as scary or complicated as it may seem. I run into so many businesses that have so many what ifs. Right. You know, well, what if this happens or what if that happens? And do I need this? And do I need that? You know, like I mentioned at the beginning, how our story started is really just about bringing in that one individual. You don't need to hire on six people at one time bring in one individual. When angel started this program, he had a little information, but he's a CEO of a for profit company. So, he took that little information, brought somebody in and got started. And they learned along the way, and they had to make minor adjustment adjustments and minor accommodations. But the really important thing was, is that they started. And that's really, as a business, that's all you have to do.

Dionne Adams PG & E: Yeah.

LaCandice Ochoa, Deputy Director DOR: What advice do you have for employers who are nervous or apprehensive about hiring people with disabilities?

Dionne Adams PG & E: You're on mute, Tina.

Tina Marzell, ToolWorks: Okay. Am I unmuted now? Okay.

LaCandice Ochoa, Deputy Director DOR: No, you're good.

Tina Marzell, ToolWorks: Are we good? Can you hear me now? Okay. I'm sorry. I keep on asking that doing this work for nearly 40 years, it's, it's. It's real that that employer, potential employers may have fears, doubts, and some of it just comes from their own insecurity, like how am I going to be effective as an employer or a manager? Over the years, I've been able to acknowledge that. But basically, we don't discriminate because of those fears and doubts, but we give examples of how maybe, let's say you're a store. Hey, down the street, they've hired some folks from ToolWorks, and they're doing great. You kind of have to provide some assurance, but ultimately it is the right thing to do. And I think maybe it was Dion that mentioned the idea of that a workforce as much as possible, should represent the community that it serves. I mean, these are fine ideals, but we don't come in with a hammer. You better do this or you're going to get into trouble. But not only is it the Right thing to do, but it does improve your workplace morale. There's also something called universal support. Maybe I'm losing the words here, where you have a person with a disability comes in, and we have a job coach that comes in, is helping that person, oh, maybe organize shelves or something like that. And a colleague who's not disabled comes along and said, gee, I'd like to learn how to do that. It can really enhance your workforce in many unseen ways. Let's say for persons that are going to be potentially hired who are deaf, we provide not only a signing job coach, but we provide ASL classes, which people love. And it brings people together and ultimately affects the bottom line, which is people are more productive. It's not always that way. As somebody said about sugarcoating, we don't sugarcoat. Well, let's please try to do the right thing. And it will ultimately impact your work culture and your bottom line. And we have many, many examples. And I won't give you any more right now, but we're all here to try to improve all of it. Thank you.

Dionne Adams PG & E: Can I add to the question?

LaCandice Ochoa, Deputy Director DOR: Yes, Dionne.

Dionne Adams PG & E: My advice to employers is to make sure that you create a culture of inclusion. But I think for me, I spend a lot of time with leadership to talk about how can they role model inclusion? And I often recommend that leaders read the book no Goodness Without Greatness by Randy Lewis, former Walgreens CEO years ago, who had a son that was autistic. And as he was learning about his son's neurodiversity and learning to support him, it sparked something in him around how you can employ people with disabilities, they can help your workforce, they can help be different and innovative. And our leadership has read that book and it has changed the way that they see disabled candidates to come work for the company or even people who develop disabilities and self-identify. And so, for me, it one starts with leadership helping them understand what it is, also helping them be vulnerable to ask questions. I've had several leaders in our company that didn't even know how to ask how to address someone, how to talk to them, what their tone of voice should be, how to change, how they communicate, and those things, and those are things that can be role models from the top and then sprinkle down into the rest of the organization and the way of being. And so, one, learn about the value and innovation that you can get from having an inclusive workforce that includes folks with disabilities. And then role model it and talk about it and educate your team and make sure that they're aware as a leader that that that identity and demographic are important to still drive company results. And so, it starts with leadership, and then it goes down into the culture, and then you have to continue to talk about it or folks will forget about it. And that is what's helped us continue to increase in our numbers. And we're seeing more people self-identify with disabilities, even in our veteran’s community, and even folks who develop disabilities later. And they're also helping us create different strategies around accommodation, different technologies, different schedules, and different things like that. And so, you got to role model it and you got to get comfortable with it as a leader.

LaCandice Ochoa, Deputy Director DOR: Thank you. Dionne, can you reshare the name of the book that you mentioned?

Dionne Adams PG & E: No Goodness without Greatness. And the author is Randy Lewis. It's a fantastic book. I had officers crying after they read that book because it just was so heart changing in their leadership style.

LaCandice Ochoa, Deputy Director DOR: No Goodness Without Greatness. Thank you. That may be one of the key takeaways. So, my final question for all the panelists. Dion, we'll start with you, and we'll go backwards. What is one key takeaway other than reading no Goodness without Greatness that you want to share with today's attendees?

Dionne Adams PG & E:  I think what I would like to share with all the attendees is that everybody has their own secret sauce, regardless of ability. So. And tell your own story. Don't let anyone speak for you.

LaCandice Ochoa, Deputy Director DOR: Beautiful, Tina.

Tina Marzell, ToolWorks: Yeah. See, there's so many takeaways. I would say that the opportunity to hire a person with a disability is one. We should all be encouraged to do that. We can learn from each other. So, many people don't identify as having a disability for understandable reasons out there. It's just a huge untapped resource. And I think we as a culture can be, and we are, and I'm starting to see it more open and encouraging. Having a law is helpful, but it's not enough. I think we need to open our hearts and do the right thing. Thanks.

LaCandice Ochoa, Deputy Director DOR: Thank you. Nicole and Gayle. Close us out.

Nicole Rand, Phenix Gateway: Yeah. So, I think I already stated my key takeaway for. For the businesses. And so to any individuals that might be with us today honestly, what we have found is that both sides, both employers and individuals, are more capable than they might be confident to admit. So, in other words, to the individuals out there who have received a mental or physical diagnosis in most situations, I know you are facing a daily uphill challenge to fit into a world that really wasn't built with you. In mind, but what might feel impossible or something that you may never have in your life is within reach. So, I just really want to encourage individuals to who may be struggling not to give up hope and to keep moving forward because I've seen what can be done when you connect with an organization that gives you the right opportunity. Thank you.

Gayle Tornberg, Berkely National Lab: And for me, I will say that again. You know, anybody can enter into a disability at any time. It can come up abruptly. Obviously, there's a lot of people with permanent disabilities and we all have unique abilities and opportunities to contribute to the workforce meaningfully. And we should respect that. Everybody has something to offer and just learn from each other. Everybody can bring something to the table. And it's important not to overlook and to be sensitive and champion everybody here in the workforce. Thank you.

LaCandice Ochoa, Deputy Director DOR: Next slide, please. So, audience, please join me in giving a big thank you and virtual round of applause to all of our panelists for sharing their stories, best practices and insights today. Yay. I am now going to turn the webinar over to Abby Silva, who's our digital access consultant to facilitate the audience Q and A and close out today's webinar.
Questions and Answers
Abigail Silva Digital Access Consultant: Thank you, LaCandice. And we did get some great questions that have come through our chat. So, we're going to go ahead and go through those now. And the first one comes from earlier in our presentation or our webinar today. So, I kind of want you to think back to this. And Dion, I'm going to, I'm going to refer this question to you to answer. So, why would you separate the process of hiring different for an able-bodied person, specifically in the interview process, the characteristics and competencies required for the job.

Dionne Adams PG & E: Question is, why would I separate them?

Abigail Silva Digital Access Consultant: Yeah, why would you make it a little bit of a different hiring process or would you?

Dionne Adams PG & E: No, we don't make a different hiring process. It's the same hiring process. We do ask candidates if they need accommodations and then we work to accommodate what they need. But it's not a different process.

Abigail Silva Digital Access Consultant: Thank you so much for that answer. And I'm actually going to quickly open this question up. Does anybody else on our panel have anything that they would like to add? Okay, let's go on to question number two that came through. And this question I'm actually going to ask Nicole to answer for us. What about employer providing an ASL interpreter for interview and orientation?

Nicole Rand, Phenix Gateway: Oh, yeah. So, I mean, that's something that we have all the time. So, we actually work with California School of the Deaf, Riverside. We have interns that come through. And we have interpreters that come along usually for our interns. They're here about 3ish days. And again, as I mentioned before, it's all about learning what the individual is capable of. And so we find different ways that our staff can communicate with our interns, whether it's through an app or through writing down or even through just showing how to do something. So, yeah, I hope that I answered the question. But we have interpreters that come all the time, so that's, that's normal for us.

Abigail Silva Digital Access Consultant: No, that's a great answer. So just making sure that if somebody is in need of that interpreter, essentially, you're giving them that opportunity.

Nicole Rand, Phenix Gateway: Yes, absolutely.

Abigail Silva Digital Access Consultant: Okay, let's move on to our next question. Gayle, I'm going to have you answer this question, so we'll, we'll bring you back on here as well. And this comes from one of our attendees. A large part of my reasonable accommodation is the ability to work remotely. I am bedridden and unable to leave my home. All of my work can be performed effectively using a computer or phone. And unfortunately, this accommodation often becomes a barrier during any type of interviews or onboarding processes. This person feels like they've been passed over for many positions, which she feels that, or they feel that they're a perfect fit for. What strategies can this person use to help employers better understand and accept their need for remote work as a reasonable accommodation?

Gayle Tornberg, Berkely National Lab: Sure. In the interviewing process, I'm wondering if this employee or individual has asked for a reasonable accommodation, such as a virtual interview, because honestly, if the individual can perform all the essential duties of the job, remote work is a reasonable accommodation. So, I'm not sure why you know this. You know, you've had difficulties with the interview processing. But for onboarding and continued success, I would suggest contacting somebody in disability management and helping so they can help you work through that process. I understand it can be difficult to ask and to work through this, but I encourage you to reach out to the, to the stakeholders at the organization that you're interviewing for and ask for assistance.

Abigail Silva Digital Access Consultant: Thank you for that information, Gayle. I would like to move on to our next question, and this can really be answered probably by any of our panelists, but I'm going to pull in Nicole and Dion first. Are any of our panelists hiring in Southern California? This person's looked at a lot of the website sites and feels that the majority of the openings are currently in Northern California right now. So, are any of our panelists hiring in the Southern California area. And Nicole, why don't you go ahead and take this first?

Nicole Rand, Phenix Gateway: Well, I will say that we get this question a lot specifically for Phoenix Technology. Unfortunately, or fortunately, depending on how you all look at it, Phoenix Technology does a phenomenal job at running the Lean program, which is a business model that reduces waste and increases efficiency and also tends to have long-term employees. So, for us specifically for hiring we don't do it all that often. We wish we could do it more. As far as. So, I'm in the greater Riverside area. As far as other companies hiring we are working with local organizations, particularly in like the manufacturing space who are kind of struggling with having reliable employees, working with them to increase hiring of individuals who have a physical or mental diagnosis.

Abigail Silva Digital Access Consultant: Thank you. Nicole Dionne, did you have anything that you would like to add to answer this question for our attendee?

Dionne Adams PG & E: Yeah, I would. So, PGE is, we serve Northern and Central California, so we're not hiring in the Southern California area. But with that through our supply chain Inclusion Excellence program, where we work with suppliers who are prime contractors that work with PGE and different utilities. When we do matchmaking, we make every effort to match make companies that have designated as having a disabled workforce to help with placement. And so those are opportunities because some of our suppliers are national and or statewide. And so that's a, we don't hire in Southern California, but it is a way to pipeline people to have exposure and opportunity.

Abigail Silva Digital Access Consultant: Thank you. I love that matchmaking idea that you do use. That's very kind. Okay, we're going to move on to our next question that has come through during our presentation. And I'm actually going to ask Tina to answer this first. But please, anybody else that does feel like they have an answer, I'll open it up to you as well. Can you share your experience with hiring deaf or hard of hearing employees?

Tina Marzell, ToolWorks: That's a big question. As ToolWorks as an employer, as I had mentioned earlier, we have well over 100 persons on our payroll in a variety of positions who are deaf and hard of hearing. And we've been able to provide access. We hire if the person is somebody uses ASL. We hire ASL interpreters. We also have in-house interpreters as well. So, it's been a pretty smooth process over the years. And as I said, we have always had deaf people who are in leadership positions in our program departments. There's some bumps along the way of course at times, but that's something that we, I've been doing for years. As far as somebody in my role who is promoting outside employers hiring people with disabilities, we make it, we provide a lot of the accommodation ourselves if necessary. So, we help educate the employer as to what their legal responsibilities are. But as far as offering support to them, we provide that. As I say, we have ASL classes, we have job coaches at the work site. We're here to be resources and supportive and educators. That's something that we do every day. And I hope that answered partially your question.

Abigail Silva Digital Access Consultant: Yes, thank you. And would anybody else like to speak from our panelists and provide any information on how you have experienced hiring individuals who are deaf or hard of hearing?

Nicole Rand, Phenix Gateway: Well, I can jump in. I have a story I'd like to share just really quickly. So, like I mentioned, we do work with a lot of interns from School of Death and we're, we're dealing with you know, like high, high school age students, so junior seniors, people who are ready to move on to a career. And we have been asked in the past about placing the individuals in a janitorial position and well, we do with Phoenix Technology does all their own janitorial work. Everybody there does it. So, we always say, well, no, we don't have those positions. But we had this particular individual they wanted to place in a janitorial position and we dug a little bit into it and found out that he was interested in engineering. And well, we have an engineering department. And so, we placed him in the engineering department, and he spent, I believe it was somewhere between six months to a year in the engineering department. And now he has gone on to a prestigious engineering school and that is what he's doing for his future. So, I really, I love that story because again, it comes down to, to the opportunities given and it, it's just kind of like, okay, well here you go. Let’s see what you can do. Show us what you're able to do. Sky's the limit. And because of that now he's actually going to have a great career as he gets older. So, I don't know that that necessarily answers a question per se, but I just really want to, to share that story and kind of what how we handle some of the individuals that come through that at our death.

Abigail Silva Digital Access Consultant: Thank you, Nicole. I appreciate that. Exactly. The sky's the limit. Right? So, anybody else want to share any stories or feedback on experience with hiring deaf or hard of hearing individuals on our panel?

Dionne Adams PG & E: I'll tell you a little bit about what we do at PG & E. So, we have captions and different things that are enabled technology wise for coworkers that may need it. But when we have company meetings, we have a roster of ASL interpreters that come to meetings. And it could be a small meeting; it could be a big meeting. And so, we do that. And then also when we do like town halls and briefings, like employee meetings and even the press conferences, when we have things, if you see PGE on the news, we'll also have American Sign Language interpreters because we got feedback that our coworkers and our customers, we don't have that accommodation or support. And so, we did that as well. And so, we've done that. And then one thing I didn't get to share when we were talking about the impacts is that we have something called the nurse care line. So, if anything happens to you at work you can call the nurse’s care line. Well, the nurse care line didn't have a way for coworkers, for people who are hearing impaired to hear the prompts. And so, we have an actual tool where you can go and do it virtually to be able to report to the nurse care line. And that was surfaced to us through our employee resource group that we partner with called Access erg. And so those are some of the things that we're doing. And we're just always looking for ways to improve the coworker experience. Our goal is 10 out of 10 coworker experience when it comes to joy and belonging and then 10 out of 10 experience for customers when it comes to working with us as a company.

Abigail Silva Digital Access Consultant: Oh, I love it. 10 out of 10 for everybody. All right, let's move on to our next question. And Tina, I'm going to ask you to start the answer on this question as well. And it specifically involves AI and individuals with disabilities using AI for job applications. Specifically, again, relating back to our deaf community utilizing AI and maybe adding when they're, when they're updating their application for Olive Garden. Maybe AI is saying Olivia instead of Olive Garden. And obviously that can be frustrating. How can we help to prevent people with disabilities reduce their frustration when utilizing tools like AI? Is there any guidance you might be able to provide us?

Tina Marzell, ToolWorks: I don't know whether I'm the best person to answer that question. I have my own frustrations with using AI in my life, personally and professionally, where it becomes so we assist people in the whole pre-employment process. And as we all know with large employers, especially utilization of AI is more and more prevalent and it is somewhat of a barrier, not only with maybe some misspellings, etc. But also, just the process of applying for a job. And we're still working on how somebody, a job seeker, is able and has the experience and ability to use technology more than others. They still need some assistance like everybody does. But those that, let's say, have some communication barriers, it's really something that we do some handholding on. I don't know whether I have any specific advice about that but just noting that it is an ever increasing barrier, let's say. And we need to have experts on our team to help us when I can't. I don't know whether that answers your question, but I'm acknowledging that it is more and more of an area. Also, just real quickly, the whole area of robotics, which is being touted as a great a boom for, for us, is also impacting of course, our workforce. And I've gone into Amazon Distribution Centers and they're known as a very vital proponent, employer of people with disabilities, but losing jobs there too. So, it's, it's more than more than I can answer with any expertise. But I love to hear what other people have to say. Thanks.

Abigail Silva Digital Access Consultant: Thank you, Tina. And with that, do any of our other panelists have any information they might like to provide on the utilization of AI?

Dionne Adams PG & E: Mentioned a little earlier that we're working on. So, we use Copilot at our company and so we're exploring ways to, we're actually doing a pilot with Copilot next year to see how we can, what tools are available for our coworkers with disabilities to help them do their work with more innovation, ease and that sort of thing. And so, we're exploring it and leaning into it. I think there's some great capabilities that are there that we shouldn't be afraid of. And then if they can empower this part of our workforce, that's all the better. So, if we have this call this time next year, I will have an update for you.

Abigail Silva Digital Access Consultant: I love that. Thank you. And let me keep you on. Dionne, I'm going to go ahead and ask you our next question as well. At what point in the hiring process should a person with a disability, maybe somebody that is on the autism spectrum, disclose that information?

Gayle Tornberg, Berkely National Lab: I would say that I would say that I'm not in the actual hiring process here at Berkeley Lab. So, I'm not actually doing the interviews, but I would say as a general Guideline, as long as you can perform the essential functions of the job during the interview process, you shouldn't just, you don't need to disclose that you have a disability. It's only after you get the position and you need assistance performing the essential functions. And at that point you can disclose your disability and go through the reasonable accommodation interactive process for how the employer can best support you. So, that's my best answer. I don't know if other panelists have other advice.

Dionne Adams PG & E: Yeah, I agree with Gayle. I agree with Gayle. That's when you should, you should disclose. But I will, I did say this earlier. If you're on our page, you can view it in a different way if you need to, on our careers page, you could, you can modify the way the information is presented on the page. You don't have to self disclose, but it's there and available for applicants when they're applying for jobs. But it's the same timing that Gayle  mentioned for us too.

Abigail Silva Digital Access Consultant: Great. Thank you both for that. And let's bring Gayle back on. This question is specifically for Gayle. Can you please provide more information on the four interns on what their tasks were?

Gayle Tornberg, Berkely National Lab: Sure. Again, I'm not in the hiring, so I don't have specific information on all four of them, but I do know about one of them, for example, was a clerical assistant or is a clerical assistant here at Berkeley Lab. So, supporting the division with clerical tasks, I do believe that, but I'm not positive on the other three could have had positions such as inventory tasks, material handling, ground prepping, lab equipment. But unfortunately, I'm sorry, I don't know the specifics about every single position that we've had. Employees with EBI that have been hired at the lab.

Abigail Silva Digital Access Consultant: Thank you. That's very, that's perfect. Appreciate that answer. And one more question that I want to roll out to every panelist. Where can someone apply for a job if they're looking to apply for a job? Now, what would be your guidance? And let's go ahead and start with Tina.

Tina Marzell, ToolWorks: Wow, that is such a broad question. Of course, it depends on what somebody's qualified to do and where should one apply? You need to look at the general economic outlook right now and depending where you live, I mean, there's people that I've served that the job market is not very positive for them in San Francisco. It might be more positive for them in Oklahoma. I don't know that I can answer that. But there are some employers that we do identify as being more proactive as far as hiring people with disabilities once they know that the person has a disability. So, I'd be curious to hear what the other panelists have to say. Thanks.

Abigail Silva Digital Access Consultant: Thank you, Tina. Okay. Yeah, I appreciate that very much. Yeah. Let's get some additional insight from some of our other panelists. How about Nicole, what would you provide if somebody's looking to apply for a job today or tomorrow? What can you provide them? What information or guidance can you provide them?

Nicole Rand, Phenix Gateway: And so, like Tina said, that's kind of broad. I mean, first of all, it depends on where, what experience do you have? So, I think a couple of things is I think everyone tends to sell themselves short, especially when they start getting really desperate for a job. And that can actually make it even harder because a lot of people start applying for like those low hanging positions, but then it's you against like thousands of other applicants. So, if you have a certain type of experience try going for a position that may be right at your level or even a little bit higher because some of those positions are just not being looked at by applicants. You know, I've been on both sides of it. I've been, I'm a high-volume recruiter and of course I've been an applicant myself. And so, it's always this tug on both sides. Recruiters going, why don't I have anybody applying for this particular position? And applicants going, where are all the positions? So, so there's that. If you can, I would say honestly, the best way to try to get a job is through some level of networking. Right. Wherever you can connect in person. If you have different organizations, you can connect with that can help you who already have their foot in the door with other businesses, that would be, that would be my advice on that. And, and then the other thing I just wanted to mention real quickly, which I think Tina kind of touched on, was economic situation. Right. Geographically speaking, here in the U.S. you know, we're somewhat experiencing all the same things, but certain regions might be hit harder than other regions. So, try not to get too discouraged. The job applying process can be extremely difficult to, to put, to put it nicely. And so, there's everybody, everybody's going through a lot of the same thing right now. Constant applying, not hearing back from anybody. So, that's why I said suggest if you can, try to find a way to kind of get in the back door. So, do that networking, connect in person, find an organization that can help you. So, that would be my advice.

Dionne Adams PG & E: Well, Nicole mentioned something that I was going to add just to partner with CBOs and organizations that actually have partnership with companies like PG&E or the Lab and other organizations like that is a great way to seek employment through those partnerships.

Abigail Silva Digital Access Consultant: Thank you, Dionne thank you so much for adding that information. And Gayle, are there any additional tips you would like to provide our audience today?

Gayle Tornberg, Berkely National Lab: I would say to look for positions at companies that are rated highly on the Disability Index report, which is a benchmark for disability inclusion in business. Also, partnering with community organizations like East Bay Innovation or Local Job Networks would be my recommendation for how to navigate the hiring process a little bit easier and to land into positions where there would be a lot of support. Thank you.

Abigail Silva Digital Access Consultant: Great. Thank you so much. And that brings us to the close of our webinar today. I want to thank everybody for joining. I know there's been a ton of phenomenal information that I've learned today. I'm sure you have as well. Upon closing out of the webinar today, you will receive a survey. It'll automatically be populated into your web browser and we're going to ask that you take that survey to provide us with the feedback that we can then implement into any future webinar that we provide out to you. I also want to remind everybody that there were a few things that came through the Q and A. We are going to go ahead and provide the panelists information out to everybody following today's webinar and we will also there was one other item I saw come through the chat or the Q and A that I wanted to note. Well, that might have been it actually. But anything else that we see come through there, any questions that maybe we didn't get answered, we will go ahead and follow up with an answer for you as well. So, with that said, again, thank you so much for joining today. Really appreciate it. Please take that survey and I hope everybody has a wonderful rest of your day.

Dionne Adams PG & E: Be safe everyone. Thank you.

LaCandice Ochoa, Deputy Director DOR: Once again, panelists and attendees, thank you all so much for your time and your willingness to share and be so open. We appreciate it.
