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National Organization on Disability:  A 29 year-old, non-profit organization 
with a focus on increasing employment outcomes for people with disabilities 
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It’s ability,  
not disability,  
that counts 

 

• Mission:  Expand the participation and contribution of America’s 54 million 
men, women and children with disabilities in all aspects of life.  

• Focus:  Increase employment opportunity and economic self-sufficiency for 
the 33 million working-aged Americans with disabilities.  



NOD as a catalyst for change 
 

• Corporate board  
• Funded by public and private sources  
• Neutral convener, bipartisan 
• Proven strategies backed by metrics  
• Subject matter expert, changing policy and practice  
• CEO Council:  Corporate America 

 
 
 
 

Governor Tom Ridge, NOD Chair Carol Glazer, NOD President Right:  Alan Reich, NOD Founder 



NOD’s innovative approaches to disability employment 

Wounded Warrior Careers:  Helping severely 
injured veterans transition into work 

Start on Success:  Career opportunities for 
high school students with disabilities 

Bridges to Business:  Helping companies build 
an inclusive workforce 

Kessler / NOD Surveys, by Harris Interactive:  
Delivering data on disability  

CEO Council:  A forum for corporate leaders 
seeking to diversify their workforce  



Hiring people with 
disabilities is business as 
usual 

Candidates with disabilities 
continuously sourced by 
service providers producing 
a pipeline of qualified 
talent  

 People with disabilities are 
readily considered for 
career advancement 
opportunities  

 Successful partnerships 
decrease the level of effort 
by employers (streamlining 
the hiring process) 

Current State 
Limited “demand side” 
focus and impact 
 

Future State 
Hiring people with 

disabilities is 
“business as usual” 

Employers don’t identify 
people with disabilities as 
a ready source for talent  

Those that do -- do not 
know where to find 
qualified candidates with 
disabilities 

Employers find the public 
disability employment 
system daunting 

Service providers do not 
speak the language of 
employers 

Service providers and 
employers use different 
success metrics 

The current state of disability employment largely focuses on individuals 
with disabilities (the supply) rather than employment opportunities within 
companies committed to diversity hiring practices (the demand) 



“It’s ability, not disability, that counts” 

NOD is involved in three distinct Bridges to Business programs 
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Employer Program Overview Current Status 

Business Led – Provider Pipeline  
Corporate commitment to hiring 
people with disabilities in all 
Distribution Centers 

Project is underway in three locations and 
NOD is advisor in four others 

• Findlay, OH 
• Rockford, IL 
• Statesville, NC 

• Plainfield, Ct 
• Kissimmee, FL 
• Lebanon, OR 
• Mount Vernon, TX 

Leading by Example 
Sam’s Club  & NOD organize an 
“employer consortium” in NW 
Arkansas 

•  Feb. Kick-off:  Five employers in attendance 
(JB Hunt, Tyson, Kraft, General Mills, 
Kimberly Clark) 
• Obtaining commitments to participate and 
analyzing current state 

 
 
 

Business Led – Provider Pipeline  
Expanding diversity initiative to 
include people with disabilities 

 
Sourcing candidates for open positions 

http://www.adp.com/


In 2010, Kessler/NOD/Harris surveyed over 400 employers to better 
understand employment practices  and programs for people with 
disabilities.  

 411 senior managers from a national 
cross-section of corporations with 50 or 
more employees 

 209 human resource managers  

 202 senior executives 

 

142 small companies (50 to 999 
employees) 

136 medium companies (1,000 to 9,999 
employees) 

133 large companies (10,000 or more 
employees) 

 Interviews were conducted be telephone 
and online between March 29 and April 
23, 2010  

 Results were weighted to be 
representative of U.S. corporations with 
over 50 employees, balanced by their size. 

 

Understand current corporate diversity 
and disability policies and programs 

 

Identify what steps employers have taken 
towards recruiting, training, and retaining 
people with disabilities 

 

Understand the barriers employers 
experience  in employing this population 
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Methodology Purpose 



The Kessler/NOD/Harris survey of 400+ employers has yielded five key findings 
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1 Disability vs. Diversity Disability is on the radar for many companies, especially 
larger ones, but not to the extent that diversity is 
 

2 Disability Workforce 
Significantly Smaller than 
other Diversity Populations 

A majority of companies have hired people with 
disabilities over the past three years but, overall, people 
with disabilities make up a very small percentage of most 
workforces 

3 Disability Employment – 
The Employment Lifecycle 

Few companies have a disability program, but the 
companies who do have one report that it includes 
several aspects of the employment process 

4 Service Provider 
Partnerships are limited 

Most employers are not using service provider agencies 
to help them hire people with disabilities 

5 Equal Costs to Employ a 
Person with A Disability 

The cost of employing a person with a disability along 
with their work skills and abilities are comparable to 
those without disabilities  

Key Findings 



Three in five companies have a diversity policy and half that number report 
having a diversity program. However, few companies have a disability 
specific policy or program 

59% 

33% 

25% 

5% 

Diversity
Policy

Diversity
Program

No policy or
program

Not sure
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BASE: Employers (Total, n=411) (HR Mgrs, n=209) (Sr Exec, n=202) 
Q710 Does your company have a policy or program for employing a diverse workforce?  

25% 

12% 

56% 

15% 

Policy ProgramNo policy or programNot sure

Large and medium companies 
are more likely to have both a 
diversity and  disability 
policies and programs.  

Diversity Policy/Program Disability Policy/Program 



A majority of employers include disability status in their diversity program 

80% 

79% 

67% 

67% 

62% 

56% 

45% 

41% 

27% 

3% 

6% 

Race (i.e., White, Black or African-American, Asian)

Ethnicity (i.e., Hispanic or Latino)

Disability

Gender

Veteran status

National origin

Sexual orientation

Religion

Marital status

Other

Not sure
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BASE: Have diversity program (Total, n=162) (HR Mgrs, n=91) (Sr Exec, n=71) 
Q720  Which of the following are included in your diversity program? Please select all that apply. 



 Most employers do not have a specific person dedicated to hiring people 
with disabilities 

19% 

73% 

8% 

Specific person/department No, does not have specific
person/department

Not sure
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BASE: Employers (Total, n=411) (HR Mgrs, n=209) (Sr Exec, n=202) 
Q825 Does your company have a specific person or department that oversees the hiring of people with 
disabilities?  



1/3 of companies report tracking the number of employees with disabilities, 
and just over 50% reporting hiring someone with a disability in the past 3 
years  

© Harris Interactive 13 

BASE: Employers (Total, n=411) (HR Mgrs, n=209) (Sr Exec, n=202) 
Q865  Does your company offer an information or education program to help your managers and employees 
learn to work with people with disabilities, or not?  

Yes, 
have 
hired, 
56% 

No, 
have 
not 

hired, 
25% 

Not 
sure, 
19% 

Hired Someone w/ a Disability 

Companies with a disability 
policy or program are more 
likely than those without  
one to have hired people 
with disabilities (72%  vs. 
49%) 

Tracks, 
34% 

Does 
not 

track, 
46% 

Total, 
19% 

Companies Tracking Disability 



 Larger companies are much more likely to have hired people with 
disabilities in the past 3 years 
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BASE: Employers (Total, n=411) (Small, n=142) (Medium, n=136) (Large, n=133) 
Q800 Has your company hired any people with disabilities in the past 3 years, or not?  



Disability programs are primarily aimed at improving the accommodation process and 
offering training. Half of companies with  programs are actively recruiting pwd’s 

81% 

63% 

49% 

34% 

7% 

3% 

12% 

13% 

Creating or improving our reasonable accommodation
process

Offering disability awareness and sensitivity training to
employees

Active recruitment of people with disabilities, for
example, reaching out to disability-specific recruiters

Offering activities to make our company more inclusive

Offering a disability affinity group

A dedicated disability recruiter

Other

Not sure
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BASE: Has disability program (Total, n=57) (HR Mgrs, n=29) (Sr Exec, n=28) 
Q830 Which of the following does your disability program include? Please select all that apply. 



After a shortage of job openings, the main reason employers haven’t hired 
more people with disabilities in the past three years is a perceived lack of 
qualified candidates 
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BASE: Employers (Total, n=411) (HR Mgrs, n=209) (Sr Exec, n=202) 
Q840 Please indicate if each of the following is a major reason, a minor reason or not a reason why you haven’t hired 
[more] people with disabilities in the past 3 years, or why you have tried to hire people with disabilities but failed. 

Even companies who 
have a person or 
department dedicated to 
disability hiring name the 
same obstacles. 



Employers recruit people with disabilities through a variety of methods – 
employee referrals remain at the top of the list for sourcing good candidates 

70% 

62% 

58% 

40% 

39% 

36% 

31% 

20% 

8% 

14% 

Employee referrals

Friends or word-of-mouth referrals

Online job boards or portals

Non-profit or community-based service provider agencies, such
as Goodwill, The Arc or other local groups

State or federal service provider agencies, such as Vocational
Rehabilitation or One-Stop Career Centers

Outreach to educational or training institutions

Temp agencies

Independent or private recruiters or headhunters

Other

Not sure
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BASE: Hired PWD in past 3 years (Total, n=250) (HR Mgrs, n=139) (Sr Exec, n=111) 
Q845  How does your company recruit people with disabilities? Please select all that apply. 

HR managers are more 
likely to name a service 
provider agency. 



Extremely 
effective, 4% 

Very effective, 
14% 

Effective, 16% 

Somewhat 
effective, 51% 

Not at all 
effective, 11% 

Not sure, 4% 

Of the companies who report using service providers to recruit, most find them 
to be “somewhat effective  “  
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BASE: Use service providers (Total, n=127) (HR Mgrs, n=87) (Sr Exec, n=40) 
Q850 Thinking about your previous experiences with non-profit, community-based, state or federal service 
providers, how effective have they been in recruiting, hiring, and retaining people with disabilities? 

* Note: Small base size 



Half of employers who do not use service providers say they don’t have a need 
for the services they offer 

48% 

30% 

13% 

3% 

1% 

3% 

1% 

8% 

3% 

5% 

We do not have a need for the services they offer

Have not heard of them

They do not provide quality candidates

They are too expensive

Previous negative experience with one

Other

Other means of finding candidates are adequate

Not sure

Decline to answer

Not sure if we do or don't
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BASE: Do not use service providers (Total, n=123) (HR Mgrs, n=51) (Sr Exec, n=72) 
Q855  Why doesn’t your company use non-profit, community-based, state or federal service providers to help you hire people with 
disabilities? Please select all that apply. 

18% of companies who 
say they have no need for 
the offerings have not 
heard of service 
providers before. 



Although companies don’t think they need the support offered by service 
providers, two-thirds say assistance finding qualified candidates would be 
one of the most helpful offerings 

63% 

53% 

32% 

23% 

22% 

3% 

Assistance finding qualified candidates with disabilities

Help matching job descriptions to a specific set of skills,
also known as job sculpting

Job-specific training for employees with disabilities

Expertise on accommodations and assistive technology

Job coaches for people with disabilities after they are
hired

Not sure
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BASE: Employers (Total, n=411) (HR Mgrs, n=209) (Sr Exec, n=202) 
Q860  Below is a list of various services that non-profit, community-based, state and federal service providers offer. Which 
two of the following services would be the most helpful to your company for hiring people with disabilities?  



Most employers who can report on their employees’ usage of flexible 
workplace arrangements say it is comparable between employees with and 
without disabilities. 
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BASE: Offers at least one flex workplace option (Total, n=398) (HR Mgrs, n=204) (Sr Exec, n=194) 
Q910  How does the usage of the flexible workplace arrangements by employees with disabilities compare to that of 
employees without disabilities? Employees with disabilities use the arrangements… 

Significantly 
more, 3% 

Somewhat 
more, 11% 

The same, 47% Somewhat less, 
2% 

Significantly 
less, 1% 

Not 
sure/Decline to 

answer, 34% 

14% 

4% 



Almost two-thirds say the cost of hiring a person with a disability is the 
same as hiring a person without a disability 
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BASE: Employers (Total, n=411) (HR Mgrs, n=209) (Sr Exec, n=202) 
Q915 Thinking about all related employment costs, including healthcare, accommodations, and general management costs, how 
do you think the cost of hiring a person with a disability compares to that of a person without a disability? 

2% 

33% 

62% 

2% 

0.5% 

  Much more expensive

  Somewhat more expensive

The same

  Somewhat less expensive

  Significantly less expensive

35% 

2% 

MYTH Dispelled! 



Employers who are actively recruiting individuals with disabilities are 
focusing on partnerships, equal pay and equal performance standards 

23 

Community 
/Employer 

Partnerships 

Metrics 
Based 

Employment 
Outcomes 

Competitive 
Employment 
(equal pay) 

Because of reduced 
funding for fulfillment or 

sheltered work shop, 
Agencies are looking to 

competitive employment 

Employers and service 
provider organizations 

are actively partnering to 
identify talent to fill labor 

market needs 

Employers are beginning 
to measure and track 

performance standards 
for all employees 
(including pwds) 



Current Collaboration… 
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Future Findings Forthcoming… 



Preliminary Results 
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Overall satisfaction with the company

81 

73 
Non-Disabled

Disabled

Employees who identified themselves as a person with a disability rated their overall 

satisfaction with their job significantly lower than non-disabled employees*. 
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*a difference of 5% or more is  
considered statistically significant 



Key Concerns 
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Non-Disabled Disabled

Across categories, differences between non-disabled and disabled were fairly 

consistent with a 7.5% average difference.* 
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*arranged from largest to smallest differences 



 

 

For more survey information visit: www.2010DisabilitySurveys.org  

 
Or contact: David Krane, Harris Interactive 
    dkrane@harrisinteractive.com 
   
   Meg O’Connell, National Organization on Disability 
   oconnellm@nod.org 
  

     

 

KESSLER FOUNDATION/ 
NATIONAL ORGANIZATION ON DISABILITY 

SURVEY OF EMPLOYMENT OF AMERICANS WITH DISABILITIES 
 

THANK YOU 
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