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Peter Blanck:

We are going to turn now to Professor Spataro, Sandy Spataro, who has a very interesting story and of course Pat Morrissey, as well, who is the Commissioner of ADD.  Sandy is here as a very distinguished scholar and researcher in the area of diversity and corporate culture but has not thought about disability.  Correct me if I am wrong.

Sandra Spataro:
I am learning to.  I am starting to.

Peter Blanck:

She is starting to.

Sandra Spataro:
I will continue to, after days like today.

Peter Blanck:

We have done some research and background checking.  There is not a single article in the Harvard Business Review or any major organizational behavior review which really looks at the concept of disability diversity.  So we are very pleased to have Sandy to start off this discussion because I think you'll bring some fresh breath into thinking about models of diversity now from this disability perspective and we will turn to Pat after that.

Sandra Spataro:
Thank you.  I hope to do that.

The comments that I wanted to make today, I think are going to follow quite naturally from the last comments that were just made about looking at the system within an organization and whether it is the sort of formal ownership or if it is just the attitudes and beliefs of the people in the organization, what that means for a person with a disability being a worker in that environment and for that person's colleagues, whether they too have disabilities or not.  When we think about corporate culture, it is a little bit hard to get our arms around, but I like to think about it as a control system, really, if you will.  One of the strongest drivers of how people behave in organizations, right?  When you go to work, how do you know what to do?

Well, one of the ways you know what to do is because your boss tells you, right?  There is a formal or hierarchy or authority system.  Another way that you know what to do is by what incentives are provided to you.  Go sell this many of that thing or produce this many of that other thing or whatever it is, and I will pay you for doing that.  And one of the other very strong forces for telling people what to do and how to do it is the culture that they are socialized into.  Right?  It is this informal set of beliefs and norms about how do we do stuff here.  Which, as Lisa said, goes from how do we dress here, how late do I stay in the office, to who do I talk to get my work done, to how do I respond to somebody who is different from me either in their physical or cognitive abilities or in their race or their gender or whatever it is?

Well, when we think about what a powerful force that is in shaping how people behave, it is almost negligent of us to not think about shaping that in this grander change effort that we are talking about today, right?  We are spending good and important time on building our case for changing attitudes in the workplace about people with disabilities, and gathering the data that we need to do, and enforcing the rules that are in place, making sure that people believe that those are real.  I think thinking about corporate culture fits into the context of that in terms of sort of cultivating the audience, if you will, to hear and receive and enact the argument that we are preparing to make, right?

The attitudes and beliefs that comprise a culture are powerful.  They are held collectively.  What makes a culture a culture is that it is consensual.  We all know what we all have sort of implicitly agreed on.  That also makes them very resilient.  Resistant to even the best data, reams and reams of it.  Even the most compelling story, right?  Attitudes change very, very slowly.  And so it would behoove us, as agents of change, or people trying to make change, to work on this audience piece of it that will shape the experience of a person with a disability when they are in that workforce.  When you think about corporate culture, there are two dimensions, if you will, that are important to keep in mind.

One is, what is the content of that culture?  Exactly what does this organization believe, value, hold to be the way things get done.  The other dimension is the strength of that culture.  How much does it control behavior?  How strongly do people hold to the ideas espoused by the organization?  And implications of that culture are stronger when that culture is stronger itself.  Right?  When more people understand what it is and hold it more dear to their heart.  The content side is where I think there are very strong implications for diversity in general, and certainly for acceptance of people with disabilities into the workforce, successfully integrating people who are different, so that when Stephanie goes to get her job after college, it is not a disadvantage to her and she has the same career opportunities as the next person.

Most cultures in American organizations are somewhat focused on individual differences between coworkers in that we form expectations about people based on how we think they are going to contribute to the work we have to do.  And we make value judgments based on that.  Now, those judgments get held collectively and become the culture, so the culture is driving how we evaluate all the people we work with.  Plenty of those judgments are based on relevant characteristics.  Do you have the right degree, education for this job you are doing?  What is your length of service in this organization?  All that kind of stuff sort of contributes to a person's reputation or position or social status in an organization.

But the culture works the same way for past irrelevant characteristics as well,  which has more to do with things we think about when we talk about diversity.  The person's race or gender or ability or disability in a particular regard.  And one of the ways that we can go at shaping culture is to try to address the specific values around people with disabilities, to change what could be a negative impression based on fear or reluctance, worry, whatever it is, to a positive one.  Here is what these people, this person can contribute to this work situation.  Here is a positive that comes from doing that.  That is one way to address it from a cultural perspective.  It is a difficult‑to‑change attitude as we know, and we that have experienced on not just the dimension of ability or disability, but on all different kinds of dimensions.

Another cultural tenet, if you will, that we can think about as people who want to sort of cultivate the soil for receiving a more diverse workforce is to think about the extent to which we focus on the collective at the organizational level, rather than at individual differences between us.  Again, American corporations, we think a lot about individuals, individual contribution, individual achievements.  If instead the focus is on what we organization as a do, we as Merrill Lynch, we as people with concern with the issue of workers with disabilities, we as American business, whatever that identity, that collective identity is, the research bears out an antagonism between focus on the collective versus focus on the individual differences.  And we draw attention away from what makes us different and gets in the way of our cooperation,  and instead attention toward what makes us similar and facilitates collaboration.

I think a final, a third avenue, for content of the culture that will affect how people who are different from the majority are integrated into the workforce, we can think about sort of celebrating differences, if you will.  Kind of a culture which is sort of jargony, and I think we have to be really careful with using language that people will scoff at.  But imagine a culture where it is valued to say, "I came up with this idea but before I am showing it to you, I have talked to all these six people who think differently than I do, and they like it too, and they made it better."  And to use what we know from research, which is that bringing in different perspectives does improve the quality of creative efforts and decision‑making.  To say, "This is what we value in this organization is collaboration from people who are different," so that you are actually valuable to a person because you are different from them.  That is very different from the way we think normally.

But that can be not just a place that is more welcoming to people who are different, but also one which actually realizes these purported benefits of diversity that we know, and we talked about, but too many organizations are failing to realize, right?  There is a huge lost opportunity here.  And I think a lot of work can be done from the cultural side to help organizations take advantage of this great market opportunity from a labor force standpoint.  So I think we need to think about that piece of the goal, add to our agenda, if you will, not just talk about building our case and keeping the formal system in place but to really work on the informal system that is going to shape a person's experience at work.

Peter Blanck:

That is a great framing for this afternoon as well where we will get into much greater detail about the definitions of what we are talking about, but Pat, I want to turn to you.  Pat Morrissey is the Commissioner on the Administration on Developmental Disabilities, a leader for many years in this community, and we are delighted to have you with us.  Feel free to make some brief remarks and then we will have a dialogue before lunch.

Patricia Morrissey:
Brief.

Peter Blanck:

If you like.

Patricia Morrissey:
I am very pleased to be here and I want to thank Charlie for that great tour last night.  It was very moving.  I lost a friend in the Pentagon, so I felt it very deeply when you told us what it was like.  I also want to thank Michael and Johnette and Peter for including me in this conversation.

My marching orders were to provide a personal perspective to this conversation, as well as a professional perspective, and I have a colleague at the end of the table that was probably with me most of my adult life, up until 2000 or 1999,  Bobby Silverstein, because we managed to write a lot of legislation together.  And so what I would like to cover today are just two things.

One is, what it is like to be a person with a disability before you had civil rights legislation.

(Coughing)

It affected your life.  

And to talk a little bit about what corporate America taught me, right after the ADA was passed, because I left my legislative job and spent four years earning a living dealing primarily with the Fortune 200 companies.  And I think both of those things probably could help with the conversation this afternoon.

I also want to make one disclaimer.  My portfolio is managed by Merrill Lynch.

(Laughter)

Peter Blanck:

We will find out later whether it has gone up or down.

(Laughter)

Patricia Morrissey:
It is slowly, slowly going back up.

(Laughter)

Male Participant:
That's why you could afford that big purse you bought yesterday.

(Laughter)

Patricia Morrissey: 
I have cerebral palsy.  It was a birth injury.  And my parents thought that I was fat and lazy and cute until I was about 18 months old because I did not walk and I did not sit up.  My father was in the military, and he spent 25% of his salary for probably 10 years trying to get me the best medical care needed to fix things that you could.  He was in the military and therefore he traveled quite a bit, and so did we.  I have three younger siblings, so having one child with a disability did not slow down my parents’ after‑hour activities.

(Laughter)

I was mainstreamed out of necessity because we moved a lot, and nobody ever thought about leaving me someplace when they went off to Germany or Panama or up and down the east coast.  What I learned from my family was you will be included, you will do your share, you will get help when you need it, and you will succeed if you apply yourself.  Now, think about that.  That is stuff, that is the message, that corporate America needs to share with people that they are considering for employment, and that is the understanding people with disabilities need to bring to a job interview.  That is the beginning of a common language.

Now, I would like to make a broad‑brush statement about my experience working with corporate America.  Listening to everybody today, on one level I could be depressed 13 years.  You know, what went wrong?  Well, I and say not much has changed.  All these things we have talked about today should have been fixed.  It has been really identified with what Terry said this morning, because very early in my exposure to corporate America, where I spent most of my time talking to HR people, I realized HR people were not where it was at, folks.  It is the guys that do the hiring and firing and the promoting that you have got to get to, and that was not easy.  But there seems to be a process that occurs, regardless of where you are, and I think these are things that might influence researchers and perhaps influence Martin as he structures his projects with kids and their exposure to jobs.

First you have to have exposure with a purpose.  A guy needs to hire an employee, an individual who is applying for a job needs a job.  Well, that is a purpose.  But there are other purposes, after you get hired.  There has to be something that has to be done.  That is the incentive for everybody.  The second thing is familiarity.  If a person with a disability and a person without a disability spend time together on a common purpose, something happens.  The chemistry changes.  It is not a token experience.

(Coughing)

I will not say in all cases a partnership forms, but there is clearly a different relationship that evolves based on working on a common purpose.

The third thing that happens is understanding.  People on both sides tend to share things with each other that they would not otherwise share.  Which may include things connected to accommodation, fears, prejudice.  The next thing that appears to happen is acceptance.  It is almost like just like we use the term "color‑blind," you become disability-blind because you have spent so much time with this person or that person that there is this acceptance and the distinctions kind of go away or do not become important anymore.  And the last thing is integration.  And I think that unless people with disabilities seem to understand this process that occurs naturally in any relationship, I think, and people that are in the business of hiring people or marketing people with disabilities, take that into account,  then you have tensions and maybe not as much success as you would have otherwise.

Some of the assumptions that I think are connected to the bottom line, and I am not going to mention the ones that would be repetitive, but I think there are a few others that are worth mentioning.  You do not know that you have an opportunity sometimes until it hits you in the face.  One company I worked with, it was a bank in northern New York.  They were saying that they were in a very competitive environment, they needed to get a bigger market share and I said, well, let me just give you one piece of advice.  Why do not you put an ad in the Yellow Pages and mention that you have a TTY.  Or a TTD.  Their market share went up by 6%.  And in the situation where the banking was occurring, where there were differences within 1% with most of the banks in the area.  

Another thing that I heard just last week, somebody with an intellectual disability was hired by McDonald's to cook French fries, and evidently the arrangement of the equipment and the type of oil that you use causes splattering and the person got burned and things had to be adjusted.  Well, once McDonald's did that, they found that that was a good idea for everybody, and now they do it throughout the country.  I think the way to succeed in any work environment with regard to hiring, promoting people with disabilities, in the near term, is probably going to happen like it has been happening all along, and that is through personal relationships.

Charlie has a daughter with cerebral palsy.  Before I assumed this position, I worked for Booz Allen.  The guy that hired me had a disability.  Somebody else in the firm had a disability.  And they single‑handedly made disability a marketing opportunity for Booz Allen using 508 of the Rehabilitation Act, and they asked me to help them.  If those guys had not been there, you would not have had automatic doors.  You would not have had probably 50 disability parking spaces.  It comes down, it is personal, folks.  At the end of the day, if somebody who happens to be in a leadership position has a disability or knows someone with disability and has energy, things will change in any environment, big or small.

I would like to end with a few questions that I think that need to be answered at some point.  Or described, to help others.  What is disability in our corporate culture?  And in my experience, it is a functional difference in how something is done.  It is an appearance.  It is an attitude.  It is a distinction.  And in many cases, it is a secret.  All these versions of what disability is in a corporate culture are going to require a different approach and patience and probably a lot of honest dialogue.  Does it make sense to identify what you want to know about individuals with disabilities before you hire them or seek them as customers?  Obviously the answer to that on one level is yes.

But the best repository is one where a company collects information and helps people in its organization, and that information is used internally to make things better for the next person.  How do you get buy‑in and sustainability from hiring officials?  The only way you do it is if you give them recognition and credit.  They are not  going to do it unless there is a payoff in there somewhere, or somebody above them they are trying to impress identifies with disability.  These are based on real live experience on my part.

And the last point is, to get back to Michael's comment on productivity.  Productivity in the workplace has got to be defined more broadly than how many widgets are produced in a certain amount of time by how many people, because having anybody in the workplace affects the chemistry of the workplace, and so having a person who cannot speak independently or walk independently or see or hear may cause things to be done differently in the workplace, but that will have an impact, and I would project a positive impact, on everybody who touches that person's life.

Thank you.

Peter Blanck:

Thank you, Pat.  I want to thank you all for a very engaging morning.

The afternoon, after the luncheon remarks, is really meant to dig deeper and to begin to put together blueprint ideas for how we proceed.  We are right on time for our luncheon address.  I propose we proceed now and we will be directed to the lunchroom, and then we will have some time to relax a little bit before the luncheon remarks begin.
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