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Mark Williams: We are going to include some video clips. And we also have some guest speakers. Thanks again for joining us. I will try to keep my eye on the questions panel as I go through the presentation, but pardon me if I don't keep up to date. Before we get started, someone is asking if there is a text transcript for this session. The answer is yes. I am not sure if it has been posted to the Disability Works website or not, but there is a text transcript available and we can make sure that you get it. 

Today's presentation is about Impression Management, or self-presentation, how you can leverage self-presentation in the interview, and how you can think about voluntary disclosure of your disability for a variety of reasons. But we also are going to pay some  attention to how you might be able to leverage disclosure to cast your disability as an asset, to dispel some of the misperceptions and myths about disability that your interviewer may have, and to put your interviewer at ease talking about disability because, more than anything, you're comfortable talking about it yourself. So let's get started.

Impression Management is a strategy for self-presentation and disclosure that can improve your confidence and performance during job interviews. If you are a job seeker with a disability, then you are in the right webinar. And you know firsthand that the way we present ourselves is important if we want our qualifications to be considered seriously. We are, as I have mentioned, fortunate to have a number of job seekers with disabilities joining us to share some of their own real-world stories about the very complex topic of disclosure. 

To do well in an interview, you should learn all you can about the company, the position you are applying for, and how you meet the requirements for the position. Most job seekers know this. When we read the CAREEREALISM articles or the job search strategies articles, doing your research about the company where you are going to interview is a prerequisite. But you should also think about biases that the interviewer may hold about your disability, especially if your disability is very apparent, and how you can confront those biases during the interview. Interviewers look at more than a resumé when they interview applicants, so when you make strategic, informed choices about what to say, what to  do, and how to present yourself, then the employer will know that you can do the job and both you and the employer will be more comfortable talking about disability-related issues and accommodations. 

In this presentation we will discuss what the research says about employer bias, what we mean by Impression Management, what the ADA says, and some specific IM techniques and strategies that may be useful during the interview. We will describe why you may or may not want to discuss your disability and how to choose Impression Management, or IM, strategies that dispel myths about disability while at the same time reflecting your assets as a qualified candidate. Copies of the presentation and a brief companion article about IM have been posted to the AbilityLinks.org site for your future reference. 

I am going to make sure we open Ken Skord's microphone a little bit later. He is the director of AbilityLinks. He can tell you how to access the script for this if you don't find it on the website. And I think you can also have a feedback mechanism at the end of the webinar, so you can also ask for the transcript again then if you don't have access to it right now. 

A little bit about AbilityLinks: AbilityLinks is a web-based nationwide community where qualified job seekers with disabilities and inclusive employers meet and gain access to valuable networking opportunities. If you're a person with a disability, you can benefit from using AbilityLinks to post a resumé and search and apply for jobs. AbilityLinks also offers live-person support, helping individuals use the website to find jobs. AbilityLinks staff can alert you to possible matches, offer job search advice, and provide information about job accommodations, tax credits, and disability benefits via live chat, phone, and e-mail. The great thing about AbilityLinks is it's really not just a job board. You can pick up the phone. You can call a staff person. You can talk to an expert, a person with a disability who has expert advice, resources, and tools to help you through your job search. The live-person support aspect of the company is very important and unique. If you haven't already, be sure to visit AbilityLinks.org after today's presentation. 

A little bit about myself: I am a person with a lifelong low-vision disability. I have sought out every possible tool I could find, from education to technology, to confront the barriers of employment that I and so many people with disabilities confront. My educational background is in human services administration, and I've worked on the development and funding of numerous disability-related projects throughout my career. In recent years, my role in bringing round one of the Federal Disability Employment Initiative to Illinois and in staffing the Chicagoland Business Leadership Network have provided me with a deeper understanding of employment barriers facing people with all types of disabilities, and the tools and knowledge that job seekers and employers need to remove these barriers. 

So let's get started. Let's set the stage here with a short 2-minute video clip that I think will give all of us ample opportunity to consider how we want to use the skills we are going to learn today. The clip portrays a job seeker using a wheelchair and how the job seeker discusses his disability during the interview. 

Video Dialogue 
Interviewer: I'm sorry to keep you waiting. I've been running a little bit late. So please make yourself comfortable. 

Job Seeker: Is here okay?

Interviewer: Yes. Tell me a little about yourself.

Job Seeker: Well, let's see…I was born and raised in Duluth, Minnesota, and started playing hockey when I was 6 years old. I played organized hockey all through high school and was always one of the top scorers. I also wrestled, and I won gold in the 168-pound weight class. But I ended up taking a hockey scholarship to Lakehead University in Thunder Bay, Canada, where I played for 2 seasons until I had my accident. 

Interviewer: An accident?

Job Seeker: It was the last minute of the second period. I jumped off the bench after a puck that was in the open ice went past the Twins' defenseman. I had a breakaway, and my friend Tony from the Twins was right behind me. I got a shot off that was deflected into the far corner and skated behind the net, but I didn't make it. I went head-first into the end boards. I was conscious, but I knew something was terribly wrong. I felt a horrible pain in my neck. I was put on a backboard and taken to a nearby hospital. 

Interviewer: It must have been a very difficult time for you.

Job Seeker: It was. But you know, the discipline that I learned playing hockey really helped me get through the spinal injury and the spinal operation. After the operation I went through a lot of physical therapy to strengthen my arms and learn to adjust to life in a wheelchair. And then I transferred to Madison about a year after that. 

MW: The job seeker in this video, a wheelchair user, leveraged a variety of Impression Management techniques. You may have noticed them. We will discuss them as we go through the presentation. For now, though, let's just summarize what we saw: A job seeker here with a visible disability who voluntarily chose to disclose his disability by telling us the story of what happened and how he recovered from his accident. We're not sure of the interviewer's reaction to the disclosure, although she seemed calm and more curious than concerned. And finally, we saw how the candidate's story reflected valuable workplace strengths, namely, discipline and resilience. 

The research says that interviewers of job applicants are less influenced by applicants' academic credentials and work skills and more influenced by subjective impressions of interview performance. In other words, the impressions, assumptions, and opinions of the interviewer play a major role during the job interview. And as far as disability is concerned, negative bias may be more a sign of discomfort rather than fear or lack of knowledge. 

Even more interesting, interviewers are more concerned about hidden disabilities than disabilities they can readily see. Research has shown that employers are more likely to favor individuals with physical or sensory disabilities than those with intellectual or psychiatric ones. Employers are afraid that nonphysical disabilities are harder to accommodate or that accommodations for a person with a nonapparent disability will create distrust or discord among colleagues. Providing an accommodation for an employee whose disability is not apparent may make colleagues in the department say, "Hey, how come I can't do that? How come I can't leave early?" Or, "How come I can't have a seat at the cash register?" At least that's what employers are afraid of. Obviously, situations don't have to be that way. And clearly an employer should know how to discuss the accommodation with the employee and how to communicate the differences in work environments among the different employees. 

With these facts in mind, I know as a person with a disability, that if I can put the interviewer at ease or talk about my disability confidently, the better off I'll be. Also, during the interview I need to somehow let the employer know exactly what types of accommodations I may need, and how the need for accommodations may be handled among supervisors and colleagues. 


Finally, while knowledge may lead to changes in attitudes, I also need to realize that rigidity on an employer's part may still cause them to reject or ignore anything that I have to say. Nonetheless, while you may not be able to change these long-held, rigid attitudes about disability during an interview, you may not even recognize that your interviewer is holding biases. The interviewer himself may not even recognize the biases that he is holding. But you should still make every effort to ensure that whatever interviewers think about disability, they won't apply their assumptions about it to you. 

As a first step in understanding interviewers' attitudes, let's look at some of the most common biases that employers clearly carry about job seekers with disabilities. Research commissioned by the United States Department of Labor and its Office of Disability Employment Policy in the last 10 years revealed that employers lack accurate and practical information to dispel bias about hiring individuals with disabilities. Basically, a majority of employers simply believe that the jobs they needed to fill could not be done by an individual with a disability. Small and medium-sized companies also had concerns about health costs, workers' compensation costs, and the possibility of litigation. Researchers and authors David Strauser and Fong Chan - who, by the way, produced the video from which we are showing clips today - in 2008 identified the specific misperceptions about individuals with disabilities in the workplace. These are attitudinal barriers like people with disabilities require extra time to learn new work tasks, their accommodations are expensive, they have trouble getting their work done on time and often need others to help them finish the job, coworkers are not very comfortable working with individuals with disabilities, they tend to call in sick more often than other workers due to health or personal problems, and they have trouble getting along with others on the job. Now, let's back up a minute here. These are not truths. These are the misperceptions. These are the common biases that documented research has shown exist among employers.

So it's a challenge for any job seeker to confront these attitudes, but the basic premise of Impression Management is that you can control the impression that others form of you through purposeful behavior on your part and statements that help to shape others' opinions. For job seekers with disabilities, Impression Management, or IM, strategies can help to positively shape interviewers' impressions toward seeing your disability not as an obstacle but seeing you as an asset to the company. 

In this next clip from our video, in response to the question, "Can you tell me why I should hire you?" our candidate answers the question with many good reasons, but the last reason is of note. 

Video Dialogue
Interviewer: Can you tell me why I should hire you?

Job Seeker: I think that you should hire me not only for my strong technological and analytical background, that is, my degree in computer science and 2 years of IT experience at a large company, but, more importantly, because I have many of the personal attributes of a successful salesperson. I played several different sports when I was younger and learned the importance of hard work, discipline, and perseverance. And I also found that having played in competitive sports like hockey comes in handy in various social situations. People seem to warm up to me quickly. Also, after a life-changing event like my spinal cord injury, I have been able to successfully adapt to the adversities that come with my disability. I have gotten a great education. I have a challenging IT job with a major corporation, which proves my resiliency. I feel that all of these are very important in the sale businesses.  

MW: Note here the candidate's statement, "After a life-changing event like my spinal cord injury, I've been able to successfully adapt." He graduated college. He secured a good job. He proved his resilience, and resilience is very important to the job he is seeking. The connection here: Disability led to resilience. Resilience is an asset in the workplace. So it's a great use of Impression Management. But what if your disability is not apparent? That becomes a little bit more complicated. 

One of our guests today is Malcolm Loungway. Malcolm holds a career position with the United States government in Bloomington, Minnesota, and we've asked him to share his experiences in leveraging disability disclosure to his advantage. Malcolm, I think you have a great story, and we're going to turn on your microphone right now. 

Malcolm, tell us your story. I know that when we exchanged some correspondence prior to the webinar you talked about your disability, which is not apparent, and you also told us that you did choose to disclose your disability and the outcome was positive. Maybe you wouldn't mind sharing some of your experiences with us. 

Malcolm: Absolutely! I have bipolar I disorder and, as a result of that, I had a lot of spottiness on my record in terms of school and work because it took a long time to get used to handling my condition. There were times during my initial run at school when I had to leave because I was fluctuating. When manic, I was getting straight As. When in the depressive state, I was getting Ds and Fs. And so I had to go on medical leave several times, stop and start. And at the same time I was doing the same thing with employment. So when I was finally able to successfully find the right medication cocktail that worked for me and got a handle on controlling my disability and managing it, I returned to school. I raised my GPA from, I believe it was about 1.5, up to 3.34, and did it while I was working close to full time at the same time, and really turned that around. 

But, unfortunately, because of that long history on my record, that was reflected in my resumé and certainly in transcripts. And so I had to make the decision about how to explain that. So I talked to career counselors, disability counselors, and there was a lot of conflicting advice as to whether I should disclose or not because, since it is an invisible disability, it is not something that would regularly come up. The hiring officials wouldn't be aware of that. They might assume I was flaky or the like because of all those problems that I had in school and in the workplace. Ultimately, despite kind of getting warned against disclosure and being encouraged to perhaps just say it's personal or that I was taking care of sick family members, or all sorts of different suggestions that weren't exactly truthful or forthright, I decided to go ahead and utilize it as a strength. I included it as an accomplishment on my resumé. On my federal resumé I simply put down that I had graduated from Stanford after years of battling and finally managing disability. And I pointed out the success that I had of raising that GPA, doing so well, employed. Then, at the interview that I had when I applied for a job at the EEOC, I also talked about that and highlighted it as a strength that shows not only that I could overcome the challenges that I faced with my disability and persevere, but that it made me suitable for the type of work that I wanted to go into because I could have an understanding of others that went through similar predicaments and could have that empathy. And it got me the job and got me into the federal government, and I went from there to becoming a disability accommodation specialist. That's my story and how I made it into a strength. 

MW: Malcolm, did you encounter any bias along the way during your interview or questions during the interview process that you think might have reflected some additional barriers that you had to figure out how to hurdle?

Malcolm Loungway: When I was trying to get employment, it was quite a struggle, especially before I decided to embrace it and run with it, because there were a lot of questions to do with 
those gaps in my history. In some ways it is a risk. I know that there were some places I had applied to and I decided to go ahead and reveal it. And these were companies that gave, I guess, a lot of lip service to hiring people with disabilities. But then when they were kind of confronted with it, it seemed like they dropped away and didn’t have the interest that they claimed to have. But I didn't let that stop me or anything like that.

MW: Interesting, great! Malcolm, I also notice, and I think you mentioned, that you went in under a Schedule A hiring authority, which, as I understand it, is a category that the federal government considers particularly for job seekers with disabilities. We won't go into that detail here, but how did you find out about Schedule A?

ML: It was actually from a recruiter. There was a disability career fair at my university and someone was there from Social Security Administration. Ultimately, I didn't end up qualifying for the job because your degree had to be in a certain area. But I was informed about the process by the supervisor that was there recruiting and utilized it to great effect. Janice Duvall and I are working on recruiting people right now through Schedule A for the agency that I'm at. If anyone is interested, they can contact her or me.

MW: I was going to suggest that our audience today could contact Janice at AbilityLinks for additional information. Malcolm, thanks for the story. Really an inspiration! I hope you'll stay with us as we finish our presentation, and maybe we can come back to you during the Q&A.

Let's talk a little bit here about the ADA because before choosing whether to disclose a disability and to use Impression Management strategies, you should know what the Americans with Disabilities Act says about what employers can and can't ask about disability. On an application or in an interview, an employer may not ask, directly or indirectly, about health status or disability. And no medical examinations may be required prior to an offer. But an employer can ask how you will perform specific job functions. So, it would be perfectly fine for an employer to ask, "How will you answer the phone? How do you proofread your work? How flexible can you be around work schedules from week to week? How do you work under pressure?" The employer can't ask, "I notice you have a disability. Can you tell me about it?" Or, "How does your disability keep you from doing certain things?" Those are not allowable questions. Only questions that relate to the specific job are allowed, like in these examples. So, a pretty important thing to keep in mind.

What to do if an employer asks a question? You can always say, "I choose not to answer that, I don't think that's an allowable question," other diplomatic ways to answer the question. Certainly if an employer asks a question that's not allowed, it's a sign that they need some education. But it doesn't have to be the end of the interview. You can also answer the question very diplomatically. 


Regarding medical exams, an employer can only require a medical exam after an offer is made and only if it's required for all employees for that job. If an employer withdraws an offer after a medical exam, the reasons must be job related and not simply as a result of a disability. 

Also under the ADA, it's important to note that while you are not obligated to disclose a disability during the interview or on the job, you do need to disclose your disability if you want an accommodation either during the interview or on the job. You need not disclose a disability unless and until you require an accommodation. Just remember that if your employer is not aware of a disability, they are not obligated to accommodate. 


Given bias and attitudinal barriers, how safe is it to disclose a disability? Things to consider: The company's culture and record of disability inclusion. For example, has the company hired people with disabilities to your knowledge? Do you have friends with disabilities who work there? Is their website accessible and does it include a diversity statement that welcomes disability? Have they posted open positions on disability job boards like AbilityLinks? Is their worksite accessible? And finally, are they a federal contractor? And this is important because under new federal contract compliance regulations, employers who do business with the federal government are obligated to set hiring goals, not just companywide but in each job group, for individuals with disabilities. So if you're interviewing for a company and you find out that the company is a federal contractor, and because these regulations are fairy new, they may be very interested in knowing whether or not you have a disability. Certainly they know that if you do disclose a disability and they hire you they will be one step closer to their goal. That's why knowing if your potential employer is a federal contractor may be of benefit to you. They may be obligated to document their efforts to reach specific disability hiring goals. This is under Section 503 of the Rehabilitation Act, and it's the Office of Federal Contract Compliance that has instituted these regulations for their contractors. 

Consider researching the company environment. Companies, of course, that offer employees flexible ways to work, such as telecommuting or flexible work schedules, may also be more knowledgeable and agreeable to design reasonable accommodations for their employees. The 10 Best Companies to Work for in America - I'm not sure who publishes that list, but chances are those companies are fairly ahead of the curve on disability inclusion. If you think the company has a disability-friendly culture, then it may be quite appropriate for you to disclose and discuss disability issues. Another sign of a disability-friendly company is interviewers and hiring managers who, if they don't have a disability themselves, are already knowledgeable about and comfortable talking about disability issues. So just as you'd research other aspects of a company for an interview, your knowledge of the company's disability culture can help you to make informed decisions.

I'm really glad we have a number of participants with us today who would like to share their perspectives. And we have other guests lined up too. 

Let's get into some of the specifics about Impression Management. With the prior considerations in mind, the company research, the company culture, the ADA, general attitudes that employers may have, let's look at some of the specific IM techniques. While there are many, both positive and negative, today we are going to look at those presented in the book Career Development, Employment, and Disability in Rehabilitation by David Strauser and Fong Chan, who look at techniques typically used during the job interview among job seekers with disabilities. We'll spend some time on each of these: assertiveness; self-promotion; ingratiation; what we call reflected glory, or basking in reflected glory; opinion conformity; excuses; justification and apology, and some hypothetical examples of how these strategies may be put to good use. 

Let's talk about assertiveness. Assertiveness focuses on your declaration of rights or perspective. There are many ways used to show assertiveness: by volunteering information; asking questions; offering compliments, opinions; and highlighting your skills and abilities. Assertiveness can be effective in presenting yourself as a competent individual who is qualified and can manage her disability. If you believe interviewer's questions are probing implicitly about your disability or you simply want to put the interviewer at ease, talking about your disability in a positive context, you can use assertiveness to that end. A couple of points here: If you can talk about your disability comfortably and positively, chances are the interviewer will be able to ask her questions more comfortably too, keeping in mind what questions are allowed and what aren't. I think that, in general, interviewers who are comfortable in the presence of disability will be more fair about judging your actual abilities to do the job. 

Let's look at an example using assertiveness. A candidate, for example, with a visual  disability like mine interviews for a computer programmer position. The interviewer says, "Tell me about your success in writing code that doesn't need a lot of debugging." An assertive answer: "Well, even though I wear these thick glasses, over the years I've honed my attention to detail because of the extra attention I give to visual work. In my last position I was the go-to person for proofreading and debugging. In this case, the answer speaks to the misperceptions that people with disabilities need help to finish their work or do it well and recasts the disability as the driver for a higher standard of quality coding. Obviously, if I have a visual disability and I have to do detailed writing and typing, I'm going to pay extra attention to things like typos, spelling mistakes and things like that simply because I know that this is even more important. It's a compensation. And in the end I can create better documents because, as the candidate in this example says, "I pay extra attention to the areas that may be perceived as weak." 

Let's move on to self-promotion. Self-promotion is about sharing your accomplishments or talents so that you'll be viewed as competent. For higher-level positions, self-promotion demonstrates your competence and can be very important. Not bragging, but different than assertiveness. Self-promotion elaborates upon things that you're very good at, successes you've had. A variety of things can be brought out here through self-promotion including that you are hard-working, that you're confident, that you have good interpersonal skills, that you're flexible, that you're goal-oriented, a good leader, and, should you decide to disclose it, your success in managing a disability. Here's an example through one of Dr. Chan's video clips, which he graciously gave us permission to use, that shows a positive use of disclosure through self-promotion. This clip is called What About Travel?

Video Dialogue
Interviewer: So, you know the requirements of the position. There is a lot of travel required in the territory. Are you comfortable with that?

Job Seeker: Absolutely. I love being on the road. We were traveling all the time during hockey season and I loved it. Actually, one of the things that makes this job so appealing to me is the opportunity to meet different people. I really like building relationships, and I just want to be part of the corporate world.

Interviewer: That should be helpful. 

Job Seeker: You may have some questions about how I get around with my injury. After my rehab I took a driver's ed course to learn to drive with hand controls and to manage my chair in and out of the car. Really, the way I looked at it, it's no different than learning a new skill in hockey. My chair is real light and I can just pop the wheels off and toss them in the back seat, and then I just pull the frame across my chest and strap it in the passenger seat. If I have a client with me, I'll just put the frame in the back seat with the wheels. It's really no problem at all. Actually, I've really got it down to a science. If I need to rent a car, like at the airport, I'll just need a midsize car with hand controls. Usually I've found that rental companies need about 2 weeks' notice to get a hand-controlled vehicle for me. Really, that’s the only accommodation I'll need. 

MW: I think the answer here is particularly good because it put the interviewer at ease. The question was, what about travel, not a specific reference to disability, a question that could be asked of any candidate. But the answer here went beyond the candidate's preference for travel and actually explained how a person in a wheelchair gets in and out of a car. And I think as a result of that the interviewer thought - Oh, I never knew that. That’s pretty simple - and probably became a little bit more comfortable with the situation. So the answer here really put the interviewer at ease. It's a great example of self-promotion. And I'd also put this answer in the category of demystifying disability, which helps to put the interviewer at ease. 

Ken Skord: My thought about that last video was this idea that people have unspoken questions that they may not feel comfortable asking, even if it's legal to ask. The idea behind all of this is that if you choose to, and if it works for you, and if you've considered all of this information, offer information and answer these questions that may be unspoken in a way that reflects well on you, then at that point you've got an advantage. Or at least you've neutralized whatever perceived disadvantage there may be.

MW: Absolutely. And it’s a proactive too, rather than a reactive. And maybe the earlier you get a chance to do that in an interview. Again, you're setting that more comfortable arena for the employer, for the interviewer, to talk with you. 

KS: Because in the background the interviewer's thought process might be: Gee, I'd like to know but I shouldn't ask or I'm not sure if I can ask. 

MW: Or I'm afraid to ask. That's right. Because it may be an illegal question. Excellent insights, and I couldn't agree more. And Ken, in the context of self-promotion, I think that you can cast a very positive spin on disclosure using a strategy like self-promotion because, in addition to making the setting more comfortable, you're actually saying this is something that actually adds to the quality of my work. 

KS: Yes. I think Malcolm did a good job of making that point, especially in the email that he sent. This can show qualities to employers, that having a disability that offers challenges offers one the opportunity to face challenges and…

MW: And build strength. Thanks Ken. 

So here's another example of self-promotion but this time in a cartoon. So here a hiring manager sits across the desk from a job seeker in a wheelchair. The hiring manager says, "We're looking for someone who can fly with the eagles, swim with the sharks, and run with the wolves." Maybe an implicit message, maybe not. The employer here obviously sees the wheelchair and is making these metaphorical references to flying, and swimming, and running. Not an illegal statement at all. But let's look at the response from the job candidate replying to the hiring manager. The candidate says, "Well, you know, I can't fly, I can't swim, I can't run. But look, an eagle can't close a deal, a shark can't charm a client, and a wolf certainly can't inspire a sales force." So here's an example of both assertiveness and self-promotion where a candidate with a known disability, a visible disability, addresses an interviewer's possibly implicit concerns by promoting her own abilities with direct, explicit references to the requirements of the job. 

We have another guest, Joe Entwisle. Joe is with Health & Disability Advocates in Wisconsin. Joe, you are a wheelchair user. And Joe is also somebody who has had to go through the interview process. He's had to address the biases, in this case with a visible disability. Joe, if you've been following us along here, are these strategies that job seekers use that have come in handy for you? Can you tell us about some of your experiences?

Joe Entwisle: More than anything, whether it's an interview or whether it's developing relationships through work and networking or meeting with new clients, so much of it is really building that understanding that the disability is such a marginal piece of who I am and what I do. It's really more about a different way of how I get things done. But I think one of the biggest selling points is that - I loved a couple of the examples, especially when it came to the hockey - really it makes you an innovator, and you're used to finding new ways to adapting to any situation. And that's a value-added credential that most people don't get. As you're looking to seal the deal or look at whether it’s the interview itself, it's talking about your own situation. Some of the things that most people see as struggles or big problems are really an asset in building a business. As problems come along, we come from a fresh perspective as individuals with disabilities. That comes from all angles of it, including knowing how to develop a whole new business market for the largest minority group in the U.S., people with disabilities.  

MW: Joe, I think that is an exceptional point. In your work with Health & Disability Advocates you guys run a "think beyond the label" program. I know that you have plenty of opportunity and probably plenty of exposure to the questions that both job seekers and employers have. 

JE: It is really about making sure that they understand that the skills that are needed for the job you're applying fit very well. It's part of what I loved in one of the examples, especially when they talked about the travel itself. It's really your ability to educate the folks who are around you and who are interviewing. We need to echo back how so much...You know, the hiring of people with disabilities has expanded, business opportunities. Walgreen's has found that workers with disabilities are at least as productive, if not more productive, than their nondisabled peers. It's the largest, you know, the most heterogenous population. But it's really opening up new opportunities, to the tune of which is soon to be the population of China, if you look at the global population of people with disabilities. 

MW: Amazing! Joe, I hope you will stay with us so maybe you can join us during the Q&A too. Thanks for your input. 

Amanda, hi, how are you? I'm glad we could connect with you. 

Amanda Fowler: I am too. Thank you. 

MW: Can you tell us a little bit about yourself and some of the thinking that has gone into your role in decision making around disclosure and as it relates to the situations you have had to face during interviews?

AF: Sure thing. My name is Amanda Fowler and I am currently a marketing and PR representative specialist at Marianjoy Rehabilitation Hospital. I work tangentially sometimes with AbilityLinks to support events or whatnot. My disability actually is an acquired one. It was a traumatic brain injury and I was 19 years old at the time, so I was in college. And that was a unique timeframe because I wasn't yet looking for a job. It was kind of a coming-of-age timeframe as well. I did have to decide how I wanted to 

incorporate my experience into my identify. And I think that's really a good question at the end of the day. In my opinion, I don't think it's the most beneficial to define yourself by your disability, but your disability is just one part of your skillset. Yes, it's actually not any kind of lack of skill. It's an experience that most people do not have, and I think that makes you very attractive to an employer because you have been through so much and you know how to work hard. You know how to persevere in spite of any kind of obstacles you have. You know how to relate to people. You know that people can be going through hard things, even if they're not showing it. So you're really great to work with clients, you're good to work with coworkers, good in situations where people with lots of differences are kind of butting heads. I don't think that necessarily completely answered your question, but that's a little bit of my background. 

It's kind of interesting in my situation. The place that I'm working now is actually the place where I was a patient for my rehabilitation after my brain injury. It wasn't so much an automatic thing, though, because I didn't go into health care. I got my undergrad as a business major and then my master's degree for writing and publishing. Both of those after my brain injury. So, again, I do understand, as so many people with disabilities also understand, that you can achieve the same things as anybody else, but you also know how to work very hard and how to adapt. Honestly, any employee needs to know how to adapt to a changing situation. I just decided to include it, like I was saying earlier, into my skillset and say, "These are the reasons that I'm actually more experienced and more qualified, even if my resumé doesn't have a ton of work experience because it took me longer to finish school. I have all of this life experience, which you can't even choose to have. It's only that I was lucky enough to have it and overcome it.

MW: It's there as part of you. I like that thinking. I've heard that thought expressed as: We've got 10 fingers and 10 toes and, depending on your specific situation in terms of who you are as a person, your disability may be the equivalent of one of those toes, a part of who you are. It definitely can be something that helps people understand who you are and your approach to things. 

AF: I completely agree with that. Thank you. And just as any normal person on the street, if there is such a thing, everybody is going to have things that they're good at and things that they're less good at. I just don't think people with disabilities should think of themselves as limited, just especially better at certain things, and then other things they might need to do a little bit more background to support. 

MW: Can you quickly give an example in terms of of where you may not be as strong, where you might do a job differently? Formally, we talk about an accommodation. This is what I do to compensate. This is how I'm successful compensating. 
AF: Yes. It's something that I actually choose to disclose right away in an interview because for me as a person, regardless of disability, I hate when something is just kind of gnawing at me in the back of my mind. And if that makes you nervous as a candidate, I think that's going to come across. And the employer won't really know why you're nervous. So if you just choose, like you were saying with the Impression Management, to present it assertively and confidently, then I think that's really the best way to go. The main way that I will work it into an interview or conversation is: A lot of the work I do is editing, and so I am not as quick at reading as I used to be. I say, however, that makes me an excellent editor because, whereas before I would read "normally," now I ready every single word, every single punctuation mark. And in some ways, like with texting for instance, I notice every typo, and people can get frustrated. But as an editor that is so essential, to notice any kind of little error, because chances are there will be people in your audience who might not be as fluent with English anyway. English might be their second language. And your attention to detail and the time that you take with something can actually be beneficial, catching all the little mistakes, things like that. 

MW: Amanda, I'm getting in the questions box some really great connectedness here. People are really getting what you say and are in total agreement with it too. I hope you'll stay with us. 

I'm going to give a little check-in here with timing. We are approaching noon, and I know the webinar is set for 11:00 until 12:00. But we will keep going. If you have to leave, that's understandable. If you can stay, we have a little bit farther to go. In terms of questions, I am looking at the questions. I'm not going to stop to answer them now. But if we have people who want to hang on, I will go through the questions listed and in the presentation and we'll address as many as we can. Hopefully our speakers will still be with us and we can bring them into the conversation too. So if you have the time to stay, please do, and we'll keep going. 

Let's lay this out in a way that hopefully might make it usable for people to think about and strategize with these strategies. Let's consider an example of self-promotion from a candidate for the same computer coding position as in the previous example that we talked about a little while ago. But let's say this candidate experiences occasional memory deficits due to seizure disorder. Up to this point, the candidate has found no reason to disclose the disability during the interview. But now the interviewer asks, "How do you organize and manage the knowledge and detail required to develop application work seamlessly across multiple platforms?" I'm not a techy, but maybe that's a pretty good question for a computer programmer. So let's look at two ways to answer the question. 

Answer number one could be, "Once I understand the requirements of the application, I draw upon my knowledge of multiple languages and be sure that I'm up to date on the latest version. Then I frame out a flowchart for each module of the application and a consolidated flowchart to show how the various components will work together. On each platform at each step of the module, I develop, test, and document the efficiency of each routine. As a result, each module can be easily understood by colleagues and the development process is documented for future editions." This may be a perfectly good answer. If your interviewer is wondering about your disability, however, and how that might affect your work, there's nothing in this answer that is going to address that. And, as Amanda just mentioned, sometimes those lingering concerns, the questions that we're not asking, may still be there. 

The unspoken concern on the interviewer's part may be addressed if we consider what the impact would be should you decide to amend your answer with a disclosure using self-promotion that is presented not as a negative but as a strength. So let's say you give the answer we just gave but then you add, "This is a highly disciplined process that I developed myself early in my career. It's been well received and even replicated by colleagues. It's a process to ensure accuracy and thoroughness. While I developed this approach to compensate for memory deficit associated with epilepsy, prior employers have said that it leads to measurably better results than those of my peers. Epilepsy, resulting from illness in my case, can strike anyone at any time. I'm fortunate that my rehabilitation made me a better organized, more highly disciplined professional."

In this answer you've leveraged disclosure to your advantage three ways. First, you've proven you can do the job. Second, you've dispelled some possible myths about your disability. And third, you've probably made the interviewer more comfortable by letting him know you're comfortable talking about your own circumstance. Ultimately, you'll have to choose whether and how to disclose your disability in the interview. You'll find a diversity of opinions on the topic. 

Considerations not to disclose may include not needing an accommodation, concern that disclosure would have a negative impact on your chances, and that you have no sense of the company's disability friendliness. Considerations favoring disclosure may include knowing that you need an accommodation for the interview, the interviewer suspects your disability and you want to dispel misperceptions, the company is disability friendly and would welcome the opportunity to provide accommodations in whatever way it can. Finally, the company is a federal contractor that may be trying to reach specific disability hiring goals. Some things to think about in terms of reasons to disclose, reasons not to disclose. 

Let's go on to another way to look at the decision about disclosing, need versus advantage. A general rule of thumb in choosing to disclose considers this, need versus advantage. If you need to disclose your disability for an accommodation because the disability is apparent, then you may want to use an Impression Management technique to underscore your ability to do this job when you've disclosed your disability. If you believe that disclosing your disability, however, gives you an advantage because of the company's reputation or because you can leverage your disability as a unique strength, then you may want to disclose your disability in order to address misperceptions or put your interviewer at ease. 

Let's move on to ingratiation, where self-promotion focuses the attention on you. Ingratiation is important because it focuses attention on the interviewer, the company or the company's customers. Ingratiation could also be used to highlight similarity or things in common between you and the interviewer or company. In positions that require high degrees of social interaction, ingratiation shows the interviewer that you're competent in working with customers and are aware of social norms. Ingratiation also lets the company know that you are likable, that you are a good listener, and that you understand others' perceptions. When applied to job seekers with disabilities, ingratiation is important because people with disabilities can be misperceived as having poor social skills. So the use of ingratiation lets people know that you are aware of social norms in the workplace and that you're a rather likeable person. Examples of ingratiation include showing enthusiasm for the position and company, acknowledging the company's accomplishments, and letting the interviewer know that you're interested in learning more and in being a good employee. An interviewer's statement like the one on the slide, "Tell me about what it takes to be a successful team player" invites the candidate to leverage ingratiation for a strong answer. 
Basking in reflected glory means associating yourself with the success of others or taking implicit partial credit for others' success. Using reflected glory can underscore your social connections and can be an important element in business success. Reflected glory can add credibility to your reputation, as it can underscore your associations with prestigious organizations, schools or other programs. We have a video clip on this that we are going to show in a second. For job seekers with disabilities, highlighting these associations can be important in letting the interviewer know that your disability does not interfere with your life in other professional arenas. The interviewer's perception of you as highly connected can temper negative biases the interviewer may be holding about disability, or one of the common misperceptions highlighted earlier, that coworkers wouldn't be very comfortable working with you. Here's a short clip from the same interview we've been watching that uses reflected glory to positively leverage disability awareness. This one is called Wheelchairs Across America.

Video Dialogue
Interviewer: Can you give me another example of a project that you are particularly proud of?

Job Seeker: I have a community service example. After my rehab I helped organize a fundraiser, Wheelchairs Across Madison, to support wheelchair athletes. I modeled the event after Jesse's Journey in Canada. I don't know if you've ever heard about Wheelchairs Across Madison or Jesse's Journey. I spoke with the diversity managers of several corporations based in Madison and was able to secure fifteen corporate sponsors for the event. I'd never been a part of anything like that. It was a very rewarding experience. 
MW: So here we have the association with Wheelchairs Across America. That he obviously worked well there points in his favor in terms of being able to work for the company where he is seeking a job. 

Let's look at opinion conformity for a minute. Opinion conformity lets the interviewer know that your values, opinions, and beliefs are consistent with hers or with those of the company. Opinion conformity can strengthen the bond between you and the interviewer by stressing similarities and lets the interviewer know that you're a good fit with the company. Like other IM strategies, opinion conformity can be expressed by direct statement and by sharing stories or experiences that highlight those opinions. For job seekers with disabilities, opinion conformity can be used to address misperceptions about differences between the interviewer and the candidate with a disability. Take, for example, a small person who is interviewing for a job as creative director. The interviewer poses the question, "We're a fast-paced, competitive workplace. Our directors often have to defend their ideas for new campaigns internally as well as externally. Tell me how you confront the opposition when selling your ideas." Here an opinion-conforming answer can embrace the work culture that the interviewer just described and highlight the candidate's disability as a strength. An answer something like this: "I thrive in quick-thinking environments and believe all new ideas need to pass scrutiny, when the stakes are high especially. As you may imagine, being a little person in a world of tall people isn't always easy. Learning how to defend myself at an early age and advocating for my own abilities to be recognized throughout high school and college has steeled me for constructive argument and to be tough, although diplomatically, in the face of opposition  when the facts are on my side." 

While ingratiation and opinion conformity can sometimes be perceived as fawning, these strategies for candidates with disabilities provide excellent opportunities instead to confront some common misperceptions. 

Excuses and justifications, in general, can help you to create distance from negative outcomes or behaviors when the example of a prior employer or organization was involved in a negative outcome. Excuses or justifications can also suggest that the interviewer would probably have acted the same way in a similar situation. For example, in justification you accept responsibility for a negative event but may explain that the event was not as bad as it seems in order to maintain your credibility. Using these strategies in the context of disability, you can position yourself as a real person, not as a superhero who has conquered all, but as someone who manages a disability, or anyone for that matter, would manage aspects of their own lives. The idea here is not that you're a superhero who has conquered the world and never makes a mistake, but in the context of, "You know, sometimes my disability presents barriers and here's how I get around it." 

Let's look at an example. Excuses, justifications, and apologies work together. In  apologies you're accepting negative outcomes, but you take responsibility for them. Apology allows you to provide explanation as well as reassurances for the future. Let's look at a video here where our candidate using the wheelchair talks about not having such a good GPA.
Video Dialogue
Interviewer: What was your GPA in college?

Job Seeker: 2.86. 

Interviewer: Do you feel your grades are a good indicator of your academic achievement?

Job Seeker: I spent a lot of time on the student senate at UW and was pretty active in the student chapter of ACM, which is the Association for Computing Machinery. I don't want to make too many excuses for the GPA, but these activities were pretty important in my overall education and I feel that they helped develop a practical outlook. 
MW: So, here having a 2-point GPA is not all that bad when the justification is that the candidate spent most of his time in the extracurricular computer hardware association, a real asset for the position that he's interviewing for. 
Let's look at a disability-related excuse, or apology. Let's say an interviewer poses the statement, "Tell me about a time when you think your participation on a team could have been better, why and how you addressed it." This is a legitimate question. It is easily tied to the specifics of a position, humility, and your honesty and integrity. A possible answer, "At my first employer I led a team of campaign directors charged with putting together a multimedia marketing plan in short order so that a new client could respond quickly to a competitor's entry into the market. On the morning of our final presentation to the client, I awoke to find that the power supply for my wheelchair had short-circuited during flooding rains overnight. As a result, I was unable to make the final presentation. But one of our team was able to deliver it on my behalf. The client was really dismayed by my absence. In hindsight, I should have prepared for this scenario by finding time to introduce this new client to the team. I subsequently called the client to explain what happened. I took full responsibility for this oversight, apologized, and filled the client in on what to expect should I not be able to attend a meeting again. And, by the way, I also resurrected my backup chair so that I had it to be ready in case something like this ever happened. I suppose no matter who you are, life throws unexpected curves your way. The best you can do is learn from them and move forward." 

So what's important here is that it's like having a flat tire while driving on the way to work. What happens to the candidate with a disability happens to anybody, and it's important to cast these sorts of circumstances, as Amanda mentioned earlier, in the context of "this is life and it happens to you as well as to me." 

KS: Say you have a history of going from job to job. It doesn't have to be necessarily a disability but a problem in your life that you've addressed. And if you could say, "I had this problem, I've worked on it, I've gone for treatment, and I've responded well. And since doing all that, my consistency has been remarkably better. Friends have commented, my minister has commented, the volunteer organization that I've been with has commented how consistent I've been, how good my attendance has been. And that's what I'm going to bring to you. I've learned from what I went through." 

MW: Absolutely. And by leveraging the associations with other organizations and validation from outside sources, you're adding credibility. Very good example. 

Having gone through all of these strategies, let's look at the idea of selecting Impression Management techniques based upon specific goals you may want to achieve. To identify your goals in the interview regarding disability, think back about what others have said to you and about you. Things that may have surprised you. For example, if people told you that they thought you were older than you really are or that they've assumed you were less or more intelligent because of some physical or nonphysical aspect that you hold. Have they made assumptions about the kind of life you lead or the things you like? Ask you friends. Ask your colleagues and mentors what their first impressions of you were. And then make a list of what others have said about you or your presentation style. This will help you later as you develop specific IM strategies to address the biases that interviewers may be likely to have about you. 

Let's look at an example here that leverages multiple IM strategies toward a specific goal. Let's say that, regarding your disability, people in the past have asked you about your communication style with others or have shared concerns or biases about your communication skills. As a result, you believe that this issue is likely to present itself explicitly or implicitly during an interview. What you'll do here is take some time before the interview to articulate this in terms of a goal, the goal that you want to achieve to address these issues. For example, as shown here, your goal would be to adjust the perception that your communication skills are weak because of a speech impediment. Once you've articulated a goal, ask yourself what IM strategies you may want to use during the interview. In this example assertiveness, ingratiation, and basking in reflected glory are all viable strategies. You could use assertiveness to ask questions about the types of communications the job requires. You can use assertiveness to show the interviewer that you are an effective communicator. For example, "Even with my speech impediment, I host a weekly podcast. Listeners have said that they get used to my accent. Leveraging ingratiation conveys an understanding of the interviewer's concern. You could say something like, "I know how important communication is to this company's brand, which is why I wanted to tell you how I communicate even more effectively than most people." And finally, you may want to prepare an answer using reflected glory, again, to allay concerns. Like in Ken's last example, "My local professional association has called on me several times to present at their well-attended regional conference." Here you're strengthening your credibility by recalling what others have said, that others have said you're just fine.  

Having these strategies thought out in advance and ready during the interview will help demonstrate to the interviewer that you really can do the job, not only in your own estimation but also according to the opinions of others. 

Your goals in choice of techniques should reflect not only your strengths but also what you have learned about the job, the work environment, and the interviewer. Think about your goals for the interview, the strategies available to you, and what you want to get across. Knowing your strengths, knowledge of the job and company, and knowledge of the interview will help you refine the messages you want to deliver more effectively. 

Once Impression Management techniques are employed, you should seek feedback to gauge the interviewer's reaction. With feedback you can then refine techniques either immediately or in later meetings or messages. IM takes place in a dynamic, interactive manner. You'll want to make adjustments to presentations continuously in order to establish and maintain congruence between your goals and the demands of the situation. 

In terms of nonverbal behavior, interviewers also rely heavily on nonverbal behavior. Impression Management techniques can be used through nonverbal behaviors that support your goals, as long as your nonverbal and verbal behaviors are congruent. That's the key here. Underlying this congruence is authenticity. If you believe your nonverbal behavior may have a negative impact, you should consider your goals and use of IM techniques to compensate. For example, you can express self-promotion, assertiveness, and opinion conformity through your resumé, through blogs or articles, portfolio, followup letters, and other media to help convey messages that meet your IM goals. Don't think that talking is your only vehicle for Impression Management. Nonverbal resources are also available to present the impression you want. 

The ability to monitor and respond positively to the environment will increase the success of your Impression Management strategies. But regardless of your proficiency in monitoring this process as it unfolds in real time, Impression Management techniques should always reflect congruence, authenticity between your inner feelings and beliefs. That's really key. Putting the technique side of this a little bit to the side, the authenticity behind your behavior, whether it's verbal or nonverbal, spoken or written, is probably what counts the most. 

KS: I like to use the word genuineness. I think that's a good word to use also. 

MW: Yes. Genuineness is it. Nothing can be weighed more heavily than honesty. 

Let's talk a little bit about physical attractiveness. Research has shown that physical attractiveness positively affects perceptions of social skills, intellectual competence, dominance, mental health, integrity, and concern for others. So if you look really good, you're ascribed all of these great qualities. Sometimes for job seekers with disabilities being able to present physical attractiveness may be distinct from the images or attractiveness that we see in advertising or the media. The point here is that IM strategies like assertiveness and self-promotion can be used to let the interviewer know that you consider yourself as attractive as anyone. In her TED Talk that you may have seen, The Beauty of Disability, Shelley Baer describes the photography show called Uncensored Life: Raw Beauty, which featured photographs of people with all types of disabilities to showcase their beauty, sensuality, and empowerment. In this short clip that I'm going to play from the talk, you'll be able to see how Shelley takes control of the attractiveness conversation to reframe the definition of self-esteem and beauty.

Video Dialogue
Shelley Baer: I'm standing here tonight to invite you to stare at me. It's not like I'm an exhibitionist or something and I'm in the habit of inviting strangers to stare at me. But stare at everything. Stare at my hands, my small hands, my short arms, and the way I move. I used to associate staring as a negative and would do everything I could to avoid and hide because of my obvious disability. 

I'm standing here tonight to redefine beauty, the beauty of disability. Beauty is all around us, isn't it? It's in the flaws. It's in our perfectly imperfect, unique selves. But we miss it. 

And now I'd like you to stare at me again. And this time stare at me from a place of beauty. And this time stare at me from a place of art. I'm stepping out, and I have come out of the shadows, and I've come out of hiding. And I'm stepping onto new stages on my terms. 

MW: What's persuasive here, I felt when I saw this video, isn't that Ms. Baer is trying to change anybody's mind. She is simply asserting herself. She's simply saying with conviction, "I am a beautiful person." And it's this conviction, not her argument, that persuades her audience, the rest of us, to reconsider what we think beauty really is. 
KS: When she's communicating, she's connecting with what she's saying. You hear that she believes what she's saying. 
MW: Absolutely.

We've been talking about trustworthiness a little bit. Trustworthiness, without a doubt, promotes success in use of Impression Management. Trustworthiness describes behavior that is consistent with intention. And being able to retain confidential information, high levels of integrity, all of these things are important in the workplace, in telling the truth and admitting mistakes. Presenting yourself as an exerciser, incidentally, may also be a good way to confront the stigma of a physical disability. A 2007 study examined whether the positive impressions formed by others of able-bodied exercisers extend to people with a physical disability. Results revealed significantly more favorable ratings for the exerciser than both the non-exerciser and the control on almost all dimensions. So basically, if you can get across to the interviewer in some way that you are physically active, that you exercise, that may have a positive impact on the interviewer's impression of you. 

Interviewing remotely via Skype or over the phone may limit opportunities to use IM. But if you are going to interview remotely, a more active use of verbal strategies may be appropriate due to the interviewer's perception nonverbal behavior. So you can be more outspoken. You may want to pay attention to making sure things that may go unsaid because they're more obvious in the nonverbal context, that over the phone they had better be said. You may want to give some thought to that. Verbal communication will be extremely important in these situations. 
Interviewers have sometimes used highly structured interviews. I don't know how many of us have been in structured interviews, but they are the same questions for each candidate, limited time for the interview. It's an effort to achieve objectivity in interviewing a number of candidates. While interviewers have sometimes used highly structured interviews to diminish subjectivity, research still shows that structured questions alone cannot reduce the impact of Impression Management strategies. Additional structured interview techniques, however, may reduce the impact of Impression Management if they include the use of multiple interviewers, trained interviewers, behavior rating scales, structured evaluation of interviews, statistical prediction models that select questions based on your individual criteria. All these may help to reduce Impression Management. But, in general, if you're face to face with a person, the more casual the interview is, the more impact Impression Management will have. 

Companies may also try to diminish the impact of IM by trying to increase the verifiability of your answers. Here, one tactic interviewers use would be to focus on your long-term identity and accomplishments rather than short-term spur-of-the-moment attempts to please the interviewer. So this would be kind of the behavioral question, "Tell me about a time when you confronted a problem, solved it, what the results were," that kind of thing. The interviewer will be listening for the nature of the problem hopefully and not any indication that your disability may play a role in this. 

Of course, any technique or strategy can be overused. Excessive Impression Management involves overly focusing on creating a particular view of who you are and controlling how people think and feel about you. If you overuse Impression Management strategies or are overly focused on creating one specific impression, you run the risk of interfering with authentic presentation, the authenticity we were talking about earlier. When too much attention and energy are placed on controlling how you are perceived, there is little room to develop or maintain a real interest or sense of self. 

Ethical considerations regarding Impression Management as unfair are based on an outdated, narrow view of Impression Management as conscious and manipulative. The Journal of Business Ethics doesn't consider Impression Management to be inherently a threat to fairness in employment interviewers. They say that while Impression Management may be used deceptively, it also has equally accurate, positive, and beneficial uses. The ability to positively sell yourself is often a desirable attribute both in the employment interview and later in the job setting.

Finally, it is important to note that, in addition to the benefits of strategies discussed in the presentation, planning a positive use of Impression Management can enhance your own self-image and improve your performance once you're on the job by shaping the image that you want to project, the information that you want to share, and a public identity that you choose. Impression Management strategies can increase self-esteem and your own sense or autonomy.

So that's pretty much the end of the formal presentation. I notice we still have 85 guests attending. I'm going to look at the questions and, if our guests are still here, maybe we can help to address some of them. 

Q&A

MW: An individual here, one of our guests, talks about a speech impediment and chooses to communicate via the written word. In other words, the preference is to communicate outside of the verbal context. Do you have any ideas about how to do that? A candidate perhaps doesn't have an ability to speak verbally. What's the context for relying exclusively on written and nonverbal communication? 

KS: My thought about that is that if that's the best way for a person to communicate, I would simply say that: "I have a speech impairment and the most effective way for me to communicate is through email, through texting, and I'm very good at that. I express my thoughts very clearly, I've been told by others when I write them. And it actually helps to put things on paper sometimes so that there's less uncertainty about what we're all talking about. I've actually gotten that comment back from folks."
MW: Malcolm, do you have any thoughts on that?

ML: Not hugely beyond what was said. I agree. I think that's a good idea. 
MW: Certainly a candidate needs to think carefully about the positions he applies for. But I would agree too that if you are qualified for the position, then the fact of the manner of communication shouldn't be important. If you're still qualified for the position, it shouldn't have to be an issue. 

ML: Right. I mean, the person is not going to  work for a call center job. 
MW: Although, even there, when we talk about the technology for speech synthesis and the ability to type answers and have them converted to speech in seconds, this may itself work as an accommodation. 

KS: That's a good response also, if you do use a technology and you demonstrate the use of it. I think earlier there was this mention of a person with a speech impairment and how people said after a period of time they get used to my different way of speaking and they become comfortable. In this person's case maybe that's not going to happen because the language expression is more severely disabled. But I think that's a good point in that whenever we try to do something different or have a different experience it feels different. And that is one of the reasons we like to seek out different experiences. And if we continue with those experiences, if we continue with that relationship, then that thing that makes it seem so different and so unusual fades - can I really adjust to this? - it fades into the background. And so at the beginning this might be a little bit unusual and a little bit of an adjustment period for our relationship, but I've been told that with time people get very comfortable with the way that this can work. And, again, give examples: "I've done this task or I've done this job or in school I accomplished this. And I made a presentation to the class by using the speech synthesis or having somebody read the words that I spoke and it was well received." So always back it up with examples. And if you don't have those examples, that's a cue that maybe you can develop them, and possibly even outside the workplace, so that I can come loaded for these kind of questions when I'm in an interview. 
MW: Exactly. It's certainly an area to focus on in that goal-setting stage if you want to use some of these approaches strategically.
Bill Ross asked the question about a so-called list of disability-friendly companies that are known for working with and hiring employees with disabilities.  

I may have mentioned Diversity Inc.'s list of the top companies to work for and the correlation there between their disability inclusion and being good places to work. But are there specific lists about disability-friendly companies? I know that USBLN.org might have a similar list or at least would have a number of companies involved with them that demonstrate disability inclusion. I'm not sure if Disability Scoop publishes a top-10 disability-friendly organization list. Do you, Malcolm or Ken, know of any resources along those lines? 

ML: You named most of them. There is also Lime Connect, an organization that kind of brings together companies that say that they're looking for candidates with disabilities. 
I've run into the problem a lot. It's important to really look for those places that you can see their numbers and see commentary from the people that work there because, unfortunately, there are a lot of companies out there that pay lip service and that pay a fee so that they can get featured on whatever disability site is there because they want to look good but don't actually really have a plan when it comes to hiring or retaining people with disabilities. I know that I went to some sessions when I was in college for companies that articulated that they were interested in hiring people with disabilities, and then when they made their presentations - I mean, it was big financial firms - they would say, "If you're working for us, yes you're going to be putting in 16- to 18-hour days but you'll have enough money at time of...etc, etc." Somebody raised his hand and said, "It takes me 3 hours in the morning to get ready for the day because of my disability. You're not describing something that a lot of people with disabilities could do." And they kind of shut down and didn't really have a response to it. It's important to really find the lists that have stories from people with disabilities.

KS: I would also say that occasionally on websites like AbilityLinks we will get larger companies posting jobs because they - I don't want to think for them. But one of the reasons I think that they do it is that they want to cover all bases and make sure that they're including candidates with disabilities. That's a great thing. That's a step. And occasionally folks will go further and they will want to feature a job or they will make an indication to us that they're especially interested in attracting candidates with disabilities for this position, that are qualified, so that they can increase their diversity goals in that area. You're not always going to know when and where those situations are. But in those situations, a little bit like the FCCP rule, if it's a  federal contractor, there's an extra added incentive to look for qualified candidates with disabilities because now they have to measure how much hiring they're doing and how much recruiting they're doing and how much their workforce reflects persons with disabilities, what percentage. 
ML: It requires also a little bit more research, but I find that it's good to keep an eye on legal news and the EEOC's news updates and the like because there are companies out there that are repeat offenders when it comes to the ADA. You will not want to go to those ones. 
MW: Absolutely. A good question from Nancy Petrus is about disclosure prior to the interview. I can imagine a situation where you need an accommodation just to have the interview. How do you suggest approaching an employer prior to the interview, during the application process, requesting an accommodation, maybe even to submit the application? Are there any patterns you see, Ken, that work particularly well? 

KS: This again gets at the question of if it's necessary to go any further, to be matter of fact about it, be genuine about it, and to state clearly what your need is. I'm trying to imagine an example where it would be necessary beforehand to do it. I guess I would just say that I will need to...I'm trying to think of an example. 
AF: I can think of an example. I know that some people that we've seen even at AbilityLinks - and when I say we've seen I mean I've seen. People from AbilityLinks, like Ken, actually assist them greatly. Some people just will not really be able to commute to work, and if they're applying to a job that's a work-from-home job, that might be just fine. But if they need an interview that would be an in-person interview, that might not be an option for them. Something that people could do is they could call AbilityLinks or email AbilityLinks and maybe the job counselors here could give them a little bit of help or assistance. And they don't even need to come in. They can just call in to AbilityLinks or, again, email, and those people can help steer them that way. And I think, again, it goes back to, like Ken was saying, being matter of fact about it, assertive and confident. I think you should say it not in an apologetic way but in a more beneficial way, like, "I would really like to give you the best reflection of my skillset and in order to do that, especially for this job, it would be best for me to communicate with you over email because this is a writing job." Or something like that. But I think just to spin it in a way that shows that this method of interviewing will actually show the employer even better the way that you would perform at the job.

MW: That's very focused. I appreciate that.

AF: Thank you.

MW: You could add with that, "Please take a look at my resumé and all of the work that I've done, all of the accomplishments I've had. I happen to have done them all this way, by communicating through electronic means versus 
speech." 
AF: I agree.

KS: Or with an interpreter versus speech. If we can arrange this interview, I'd love to show you some examples of how I use technology to accommodate my disability in ways that will allow me to do this job well." You kind of pique their interest a little bit. "There are things that you may not be aware of that I can show you so that you'll be familiar with how I'll perform, even though I don't use language quite the way other people do that use their voice to speak." 

AF: I agree with that. And also, if the job seeker is uncomfortable or afraid to talk to the employer about that kind of thing, they could just talk to the HR department ahead of time - it could even be somewhat anonymously, I would think - because that's what HR is there for. They're there to help all aspects of the company deal with interpersonal issues, helping them achieve things, things like that. So that might be a little less intimidating.

ML: I think if you can blend it in, in a way where you've found out a little bit about the company first so you can make it relatable to how you really kind of own and understand what your strengths are and how some of the accommodations can make you a highly valuable candidate. It really gives a lot of power as the individual. Say that I've been really thoughtful about approaching this process. I understand where I may have some deficits, but these are the ways that...It completely mitigates the issue and makes a stronger candidate. It comes off and really puts you ahead of everyone else when you  come to the actual application process. 

MW: A candidate is asking the question: Is it a good idea for me to emphasize my social skills or my enthusiasm for work or aspects of my personality and self? That's basically the substance of the question. I'm wondering if the inference here is as a compensation for disability. My answer, I think, just based on the question alone, would be that it would depend on the job. Do you, Amanda, or Malcolm or Ken have comments about that? How beneficial is it for a candidate to bring out those aspects, those character traits of a personality that may or may not have to do with the job?

AF: I think that it's very beneficial, especially in my department of marketing. It's a very social job. But I think in any kind of job, employers are looking to hire people, not robots, so they want to see your personality. They want to get a sense of it. And if your personality brings something to the workplace, they're really going to be looking for that. Again, going back to how your personality notes how to overcome obstacles and adapt to new situations because of your experience with disability. That's definitely an asset that I think you should emphasize to your employer because it shows that you're comfortable utilizing that skill. 

KS: I would reinforce what you said, Mark. I think it has to be situational. If a question is asked and if personality is relevant, then I would bring that up: "I'm friendly. I'm outgoing. And that works well in times of stress, so that I can continue to have relationships and we can continue to talk about things when we're all under a lot of pressure."
AF: That's a good point. And you can also think of it too that you can show your personality throughout your interview without having to list off your traits. 

ML: A lot of these examples, getting back to IM, a lot of them fit under self-promotion. You know, to demonstrate confidence, to kind of toot your own horn in specific ways that demonstrate, that back up what you're saying.

MW: There are some other questions here similar to what I've chosen. Of course, I haven't been able to get to all questions. I really want to appreciate people for hanging on. We've gone over time. But I think our next webinar will probably present this topic again and we'll include more time at the outset so people can schedule accordingly. 

There are some questions here on topics and specifics that probably would be better for AbilityLinks. I'm thinking it would be better for guests here to call AbilityLinks. How can they get hold of you, Ken and Janice, with specific questions regarding specific situations?

KS: We have an email address: info@abilitylinks.org. We also have phone numbers. Janice Duvall is one of our counselors and she is at 630-909-7443. Bill O'Connor is another one of our counselors and he's at 630-909-7444. My email is kskord@abilitylinks.org. My phone number is 630-909-7440. We also have a live chat button on our website and if one of us is available, that will be an option also, in text message. 

MW: I want to give my appreciation to Amanda and Malcolm and everybody who spoke. I know Joe isn't on the line anymore. And everybody who was willing to speak too. I really want to appreciate that. I hope what we have presented today was useful. We will present it again. You have contact information to reach Ken with specific questions or for copies of this presentation. We have a recording of it, which we'll make available. 

KS: Mark, it was a great presentation. I thank you for your skills, for your hard work. It was a well-done presentation. We will post the recording of this, and we do have a transcript of the remarks that will also be posted. One of the things we want to do to sort of take this further is videotape some examples demonstrating effective strategies of voluntary disclosure. If you had the experience of being effective in using some of these IM strategies, we'd love to hear from you and figure out a way that we could do a videotape remotely and put it on our website so that we can give others examples so that they can benefit in their own situations and learn from others that have been successful. 

MW: Absolutely. I'm glad you remembered that, Ken. It's kind of a work in progress. But I think one of our first steps is to find out who's interested and how we can include more people in this. I think the more examples and perspectives we have to share, experiences we have to share, the more useful it will be for everyone. Thanks for reminding us all about that, Ken. 

Thanks to everybody who joined us today, and I hope we'll be able to engage with you again. I hope you have a great day!
