What Are We Afraid Of? Leaders Disclosing Disability at Work.
Facilitated by Ashley Oolman, MBA.
Disability Inclusion Consultant, Lifeworks Services, Inc.

About Lifeworks.
A little about the speaker and the organization I am here representing today, Lifeworks Services
We’ve been removing barriers with people with disabilities for more than 50 years.
Our mission is to serve our community and people with disabilities as we live and work together.
I work on our Business Development team, helping organizations become more inclusive places for people with disabilities as they are contributing to our communities.

Today’s Presentation
The topic of this presentation is disability leadership, and an exploration of the lack of people with disabilities in positions of power. Together we will review workforce demographics data, press coverage of disability disclosure in the news, and best practices to ensure employees with disabilities are included in professional development initiatives at work. 
The disability inclusion movement and executive disclosure could be the catalysts to help breakdown misconceptions and stigma preventing people with disabilities from making their way to the top. 

The Disclosure Dilemma
Disability disclosure is much more than a numbers game. For many people, it is a complicated and personal decision.
WORKFORCE DEMOGRAPHICS DATA 
To start we will reflect on stigma, culture, and potential reasons why a person may or may not disclose. Let’s start with the basics, we know that people with disabilities are disproportionately underemployed, but what difference does that make to workplaces?
Bias is a barrier to power for people with disabilities. People with disabilities are underrepresented in workplaces, and an outcome is a lack of leaders who identify as such.
Bias + Stigma = Fear
Bias, meaning the belief that people without disabilities are superior, and people with disabilities are inferior
Stigma, meaning the various forms of segregation, ableist terminology over time, and artificial barriers.
Fear, though 1:4 people in the US have a disability, fear is often the primary reason for non-disclosure.
On the other hand, Support + Innovation = Trust
Support, meaning people with and without disabilities need to be supported in a changing workplace.
Innovation, meaning finding comfort in creating solutions to challenges you may never considered.
Trust, meaning understanding that actions speak louder than words, and trusting employees to show up, perform well, and stay longer.

Power and Privilege: Disability Leadership
PRESS COVERAGE OF DISABILITY IN THE NEWS 
PHOTOS OF WORLD-RENOWNED BUSINESS LEADERS WHO HAVE DISCLOSED THEIR DISABILITIES
This list includes: 
· David Neelman of Jet Blue, Damien Hooper-Campbell of Ebay, and Richard Branson of Virgin. All ADHD like myself.
· Ingvar Kamprad of IKEA, Paul Orfalea of Kinkos, and Damon John of FUBU all dyslexic.
· Bill Gates of Microsoft, Satoshi Tajiri of Pokemon, and Steve Jobs all autistic. 
Now let’s review companies run by people identifying as a person with a disability.
· Instances of executives disclosing disability status, often it appears it is after they are in positions of power. Important not to think they are exceptions to their condition.
· Discover more about the relatively recent phenomenon of executives publically disclosing their disability, and how this among other factors could be the catalyst to help breakdown misconceptions and stigma preventing people with disabilities from making their way to the top.
A relatively recent phenomenon, business leaders from around the world are disclosing their disability. Executive disclosure could be a critical step in widespread acceptance of disability discussions at work.  
People with disabilities are:
· Intelligent: As many as 33%of students with a learning disability are considered gifted as well.
· Audacious: Specifically in leadership roles, the audacity to take risks can be critical for success.
· Creative: A creative advantage for some is the ability to understand or process information differently. 
· Resilient: Many people with a disability face unnecessary barriers daily, including bias and discrimination.

Propelling Potential
Best Practices for Disability Professional Development
REPRESENTATION – DIRECTION – INNOVATION – COMMUNICATION 
Finally let’s explore ways that executives and employees with disabilities have used their perceived weaknesses as an asset, and why we believe people with disabilities didn’t belong in those seats in the first place.
What you can do to support and leverage that talent.
· Begin to address unnecessary barriers that are in the way.
· Ensure professional development initiatives are inclusive, an information sheet highlighting strengths based language to help change narrative surrounding disability, and a list of resources they can use to expand their knowledge on the topic, and begin to use at work when “real time” situations arise.
· Implement everywhere! (Not just “special” spaces for “special” people!)
Getting it right means committing to the journey not a destination. Increasing and amplifying voices, determining goals together, working towards solutions and continuing to constructive conversations.

Get in Touch with the Presenter
Email: aoolman@lifeworks.org
Phone: 612-695-2289

[bookmark: _GoBack]Online Articles Referenced
· https://www.hrdive.com/news/few-global-c-suite-leaders-talk-about-disability/546055/
· https://hbr.org/2019/06/why-people-hide-their-disabilities-at-work
· https://www.forbes.com/sites/dalearcher/2014/05/14/adhd-the-entrepreneurs-superpower/#3386e79659e9
· https://hbr.org/2017/12/the-case-for-improving-work-for-people-with-disabilities-goes-way-beyond-compliance 
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