
>> Good morning. We're gonna go ahead and get started. So my name is Tanya Regli. I'm the executive 
director of the Arc of Philadelphia. And we're gonna be sharing a little bit about the collaborations that 
we have been able to be a part of. Let me start with a little description of why we chose this butterfly. 
The butterfly was actually taken by Dr. Robert Naseef.  I don't know if anybody's ever heard him speak. 
He's spoken at a number of conferences, including the Autism Conference.  And he's from Philadelphia.  
And we chose the Monarch Butterfly because it's such an extraordinary butterfly that travels great 
distances to Michoacán, Mexico. And I actually got to take my children to Michoacán, Mexico, to see 
right in the spring to see when they're arriving. And it was amazing. You have to hike up this mountain, 
and there's these evergreens. And they are literally bending with the weight of the butterflies, that's 
how many butterflies there are. And the interesting thing is you arrive there in the early morning. And 
it's cold 'cause this is high altitude. And they look like leaves. They're kind of gray. And as the sun comes 
out and starts to warm the air, their color starts to flow into their wings. And they start to move. And 
then, before you know it, you are surrounded in clouds of Monarch Butterflies. And it's really stunning. 
It's amazing. And for us, it felt like that's what we were working on, right? There are so many amazing 
things coming together at the federal and state and local level to support our youth and employment, 
and especially our youth with autism. And so that's really the story we're going to be sharing today, 
about what the opportunities are and how we can all work together to create that environment where 
our youth can really fly. Okay. Oh, forgot my handy-dandy little clicker. So a little bit about our agenda, 
we're gonna have four different presenters today. I'll be presenting specifically about the learning 
modules that we developed in our collaboration with SAP and with the Department of Education. We 
are going to be also talking a little bit about neurodiversity and those resource materials. Michele 
Boardman from OVR will be presenting about secondary transition, OVR's role. And José Velasco will be 
joining us after lunch, and Peggy Monahan, both from SAP. José Velasco is in charge of Autism at Work 
for the Americas. So he's one of the global facilitators for developing the Autism at Work project for SAP. 
SAP is one of the largest developers of software. They are actually originally from Germany. SAP no 
longer means anything, just so you know. And don't call it Sap, apparently, only SAP. It's apparently 
jokingly, maybe, a firing offense, SAP. So Autism at Work and then ... Oops. This is from before. Sorry. 
And Peg Monahan will be presenting about the work they've been doing at SAP with high school 
students and actually before we presented at Souderton. And Souderton High School's one of the 
examples of the schools that they've been collaborating with. The real goal here is to help everyone 
understand the connections that are being made and where employer's are in their desire to help 
support our youth and employ them when they graduate from college. We will also be talking a little bit 
about some of the systems that are being put in place to support our youth as they transition into 
college, as well, and out of college into employment. So our partnership offers training to better prepare 
students on the autism spectrum for the workforce. The training includes staff from the Arc of 
Philadelphia, OVR and SAP. Our partnership will work with guidance counselors, transition personnel, 
school administrators, teachers and others to participants at the high school level to access resources 
and understand preemployment transition services under the new Workforce Innovation and 
Opportunity Act. And a lot of this is being driven by what we refer to as WIOA, the Workforce Innovation 
and Opportunity Act. And you'll learn a little bit more about that later in the presentation. So here's just 
a visual of the collaboration that is resulting from these workshops that we are doing. Increased focus 
on youth employment, new preemployment transition services, new workforce needs and some of our 
objectives. And you probably might've seen this on the website as well. PaTTAN website has these 
objectives if you wanna take a closer look at them. And I think you also have the handout. So a little bit 
about the missions of the different organizations that are participating in this training today. Here's 
Pennsylvania Department of Education. The mission of the department is to academically prepare 
children and adults to succeed as productive citizens. The department seeks to ensure the technical 
support, resources and opportunities are in place for all students, whether children or adults, to receive 



a high-quality education. And the Arc of Philadelphia, a little bit about us, there are chapters of the Arc 
across the state. We have a state Arc, the Arc of Pennsylvania, and then I think around 33 chapters 
throughout the state of Pennsylvania. We are connected with almost 700 across the nation. And we also 
have a national Arc in Washington, D.C. We do a lot of work on policy. Some Arc chapters are primarily 
providers. Other Arc chapters are a mix of providers and training and advocacy. The Arc of Philadelphia 
is primarily an advocacy and training Arc. We also do some work around employment. And we've been 
working at SAP, Ernst & Young and Willis Towers Watson in our area, specifically around employment 
for people with autism. A little bit about me, I've been working in education in different ways in the 
Philadelphia area for the last 23 years. And for the past 25, I've done a lot of work in literacy. I'm 
originally from Venezuela. My first language is Spanish. So I've primarily worked in the Latino community 
and in these particular areas. I worked at Olney High School in Philadelphia as a secondary transition 
coordinator. It was an amazing experience, and I learned a ton. We had 1,600 students. Four hundred 
students identified with IEPs. The average reading level was around fifth grade. And 100 of the students 
were students with developmental disabilities, either intellectual disabilities or autism or both. And so it 
was quite a job. And we did manage to get a lot of people placed either in job experiences or actually 
paid jobs before they graduated. I also cofounded an organization caled Viewpoints Learning Project, 
which was a collaborative between occupational therapists, physical therapists, speech therapists, 
special education teachers, regular education teachers, to create opportunities for our children to work 
to basically have playdates. A lot of children with autism, when they're first diagnosed, the first 
suggestion is that they have a playdate. And it is really hard. I called. I have a son who's 18 now. I think I 
called about 50 people trying to set up a playdate with my son. But if you don't have those initial 
connections, it's really difficult. So we really started that to create a community of people around 
children so they could have those experiences. We have a lot of fun with that. I'm now at the Arc of 
Philadelphia. I've been there for about 4 years. And my background is in social work and in law and 
social policy. Pennsylvania Office of Vocational Rehabilitation's mission is to assist Pennsylvanians with 
disabilities to secure and maintain employment and independence. And Michele Boardman, as I 
mentioned, will be presenting a little later. And it's really been wonderful to work with OVR and with 
Michele. There have been so many different collaborations across the state that are just blooming. 
There's a lot of changes happening. And OVR is really at the forefront of implementing a lot of this. And 
it's been really exciting to watch. So I'm looking forward to you guys hearing a little bit more from 
Michele later. And then SAP, our vision is to help the world run better and improve people's lives. I like 
that one. It's nice and short and sweet. And, again, Jose and Peg will talk a little bit more about some of 
the work they're doing to meet their mission. Here's a little bit about Jose. And quite an impressive guy, 
28 years in the IT software business. And he coleads the Autism at Work program globally at SAP. His 
counterpart is actually in Germany at their headquarters. And I think they have like a early morning call 
every day. The fascinating thing about watching SAP work is, they really are implementing this across 
the world, not just here. And you'll hear more about some of the other projects they're doing and how 
that works. And he has a master's in technology commercialization from the University of Texas at 
Austin, where he now resides. And we're very fortunate to have Jose here today because he travels 
constantly. Peg Monahan is located at SAP Newtown Square, very passionate about supporting people 
with autism employment at SAP. And she will tell you a little bit more about the outreach SAP is doing 
locally to high schools. And this is a model. They actually did a summer academy that was founded 
through the Preemployment Transition Services, PETS, that Michele Boardman will be talking a little bit 
more about later on. Any questions before I move on to the next PowerPoint? Okay. Give me a second. 
A little bit about the contributors to the modules and the training materials that we created. Stephen 
Shore, Dr. Stephen Shore, how many people have heard him speak? Anybody? Michelle? So he's spoken 
quite a number of times in Pennsylvania. I know he spoke at the Autism Conference at one point. And 
we were really fortunate to have him involved. He grew up in Massachusetts and was diagnosed with 



autism when he was 4 years old. And the doctors actually recommended he be institutionalized. He was 
nonverbal, I think until the age of 5 or 6 years old. And his parents said, "No." And they found ways to 
include him. He actually grew up very near where Temple Grandin grew up. There's something about 
that area that those families were able to find certain resources that essentially tapped into his passion. 
And he has a real passion for music. One of the things that helped him be included fully in high school 
was his being part of the band. And the band room was his safe space where he hung out with other 
band members. And he's written quite a few books about his experiences and presents all over the 
world. He's presented, I think, most recently he was in Russia. And he brought a lot to the table as we 
were developing these materials, especially around self-disclosure and issues like that. So that's a little 
bit. He's also recently, I think last year got on the board for Autism Speaks and is really excited to be 
speaking on behalf of people with autism on that board. So Dr. Naseef, as I mentioned before, one of his 
hobbies is to take pictures of butterflies. He's also a tremendous resource in Philadelphia. He lives in 
Philadelphia area. And he's been for 25 years a practicing psychologist. He collaborates and works with 
almost every autism research study and organization in the Philadelphia area. He's also spoken at the 
Autism Conference. And he has a number of great articles. One of his passions has been to support 
fathers, specifically of children with autism. He has an adult son with autism. And he spends a lot of time 
helping other fathers meet each other, talk about things 'cause there's a slightly different perspective 
for fathers and experience, I think, for fathers than for mothers. So a little bit about him. Tom Corey, he 
has been doing our job coaching at SAP for the last ... We're goin' on 4 years now. And he's been an 
extraordinary resource in building that community, keeping that consistency. He's really embedded at 
SAP. He's there most of the time. And he's able to support the many people that we've been able to 
onboard into employment and also the interns. We have I think around 17 people in employment at SAP 
now. And I don't remember exactly how many, around 10 paid interns. And Jose will explain a little 
more. They're actually earning around $30,000 a year as they're working there waiting for job positions 
to open up to put them into. And all along the way OVR has been a very close partner with us as we 
work to support and place people. There's a lot more to having people work at SAP than that actual job 
because it's also everything around it. And Jose will talk a little bit more about that. But we spend a lot 
of time making sure people have the transportation needs met, have their housing needs met and are 
really settled if there's anything coming up that's outside of the employment space. We're helping to 
address that as well. You already met me. Here's a list of the modules. Not all of these are available yet, 
posted. A few of them are. And I will be going through some of them in greater detail. Each one has a 
booklet, as well as a PowerPoint that can be used in whatever way you see fit to do a training. I'm gonna 
hold on for one second and ask, so how many educators do we have in the room? Great. How many 
people from OVR? Awesome. Great to see you. And how many people that are parents, maybe both? 
Great. Thanks. Nice to have you here today. So here's an example of our Sense and Sensibilities slides 
that come ... And they also each have presenter's notes in detail, including links to certain videos that 
would be helpful. And then here's an example of one of the booklets and an activity that could be 
utilized. We're often adding things to this. But that's what we have right now. A little bit about telling my 
story. This is something we're actually in the middle of redeveloping based on the feedback we just got 
from the most recent 6-week training that we did at SAP. And we're going to make it more of a 
professional profile document that can be taken with the person as they progress, whether it's at SAP or 
elsewhere. And also, the idea is that you get into a job and that might not be the only job you have. In 
fact, it probably won't be. And the idea of the professional profile is it allows you to figure out what your 
next steps are. So I'll be sharing that with you as we develop it. Senses and Sensibilities, Social Skills for 
the Workplace, which I will present on in a little more detail. Stress Busters, I'll also go through this one. 
This is one of my favorite ones to do with a crowd because who doesn't need Stress Busters? I do. The 
hidden curriculum, and actually this is something that Dr. Shore developed to help all of us, but 
especially self-advocates start getting their heads around why it is once you're in full meltdown mode, 



that's not the best time to try to calm yourself down, and how to start working on identifying the 
teachable moments and the rumbling and what you can do at those times. So we spend a lot of time on 
this. It's something that has certainly impacted employment. What we have found is you can really tell 
when people started getting interventions. So we have folks who weren't identified as having autism 
until they were adults. So they didn't get to work on a lot of these things until later in life. They're just in 
a very different place in terms of taking in this material. Then we have other folks who have gotten quite 
a bit of that soft-skills training in school. And it makes a big difference. But not everyone, not all of the 
young people just coming out of college right now have necessarily gotten enough of this training. So 
one of the purposes today is to make sure you guys have this materials so you see what's been 
impacting employment and making it difficult for someone to thrive in their employment positions, just 
some of the barriers that have come up and some ideas of how to address those. Self-Advocacy and 
Disclosure, another big one from Dr. Shore. And The Dos and Don'ts of Social Media, and I need to add, 
and Electronic Communication. So this is a big one. We found there's a very high rate of employment, no 
matter where you are on the autism spectrum. And we have found that a lot of young people coming 
out of college are spending years not being able to get employed or getting employed and losing their 
job, getting employed and losing their job, or being extremely underemployed. And Jose will tell a little 
bit of stories of the people that we've hired to give you a sense of exactly what their journey has been. 
One of the things with electronic communication, especially e-mails, is the challenges of how you 
respond, and kind of getting that guidance of mimicking or modeling what the person is writing to you 
to write back, avoiding all caps, not using emojis, just some basic stuff, right? And this is one of the 
things I think probably we find most of our high school students would really benefit from training on.  
Responding to e-mail is another one, when not to respond to e-mail. So we had a situation at SAP where 
the head of SAP Global sent out an e-mail to the whole world. And one of the folks responded to 
everybody. So that was a teachable moment that we probably would've liked to have avoided, but just 
some examples. And also, as we all know, I know I always have to pause, "Do I need to reply all? Do I 
need to reply just to the person? Do I need to copy somebody?" There's a lot of complexity that is 
difficult to manage. Staying focused, another big one. Not everyone with autism struggles necessarily 
with staying focused, but some people do. And that's one thing you'll find about almost everything. And 
when we do our trainings to self-advocates, we talk about this, too. This might not apply to you, or it 
might. So everyone is a little different in what kind of support needs they might need. Emotional 
regulation and there's the list of modules again. Okay. And you'll find we have a bibliography included if 
there's any books you want to look into and read. Any questions so far? Yes?  
 
>> Where can we get those modules? Where can we find them?  
 
>> So right now ... 
 
>> Yeah.  
 
>> A few of them are posted. I think if you go onto PaTTAN website and ... 
 
>> There's the Stress Busters ...  
 
>> There's two of 'em.  
 
>> Social Skills for Work.  
 
>> And eventually the rest of them will be available.  



 
>> Oh. So they're not available yet.  
 
>> Yeah.  
 
>> Okay.  
 
>> They exist. They just haven't quite ... Fran can talk to that more. They'll get there eventually.  
 
>> Okay.  
 
>> All right. But if you are in a situation where you're actually rolling something out, and there's one of 
those in particular you really would like to have, I'll have my contact information up. Just send me an e-
mail. And I'll try to have one of my staff send it to you. Okay?  
 
>> Yeah.  
 
>> Okay. Oops.  
 
[VIDEO START] 
 
>> How are we doin'? 
 
[VIDEO END] 
 
>> Oops. Sorry guys. Hit the wrong one. Where was it? Oh, here it is.  
 
[VIDEO START] 
 
>> Hey. I want to start today with a breathing exercise. Everybody up for that?  
 
>> Yeah.  
 
>> Everybody take a deep breath in. Deep breath, good. And then breathe out through your mouth. 
Someone had garlic. But that's okay. Wonderful. Doesn't that feel good? 
 
>> Yeah.  
 
>> Doesn't that feel good? We forget to breathe sometimes. And I think today is very important. I want 
to remind everybody it's National Stress Awareness month. In case you're not aware enough of your 
stress, all month long you're supposed to take all the stress you have, your job stress, your money 
stress, your life stress, and then you just eat. I'm kidding. I'm kidding. You drink is what you do. No. I'm 
kidding. No. I'm kidding, again. You smoke is what you do. No. No. No. You gamble is what you do. I 
could go on and on. No. There are better ways to deal with your stress. I've talked about 'em before. You 
can meditate. You can exercise. You can come here. I'm a delight, you know. I just read a survey that 
said more than half of all Americans deal with stress by shopping. How many people do that? How many 
people ... The survey was right. That was about half of you. And I think it's a good idea 'cause you get to 
wander around a big mall. And you let yourself get distracted by everything that's in there. And it's a 



good feeling to buy new things 'cause when you look good, you feel good. And then you walk out of the 
mall. And you're feeling all accomplished and triumphant until you realize where you parked your car. 
You completely forgot where you parked your car. So you have to wander around until you find your car. 
And then you finally get to your car. And your kid is screaming. And your feet hurt by that time. And 
then you finally find your car. But now, you can't find your keys. So you're thinkin' maybe you threw 'em 
in the shopping bag. So then you bend down to dig through the shopping bag. That's when you get 
stabbed in your upper-thigh region 'cause your keys aren't in the shopping bag. They're in your pocket. 
So then you go to pick up the bag, which is now soaking wet at the bottom 'cause you put it in a puddle. 
It's not even raining. You know what that is? It's soda 'cause someone put a cup down next to your car. 
And when you bent down, you kicked it with your foot. And now there's soda all over. The new blouse 
that you just bought is in that bag, which has a stain all over it. And you wanna go back and return it, but 
you don't have the receipt. 'Cause guess where that is? You ate it. That's how hungry you were when 
you were shopping to relieve your stress. You thought it was a piece of taffy that you found in your 
purse. You thought that would tie you over 'til dinner. But you were so high from all the perfume people 
that are spraying you as you're going through, so you just ate the receipt whole. You just swallowed it. 
So now you have a stomachache. And you have a bruised thigh and a dirty shirt. And you get home and 
you have to make dinner 'cause it's taco night, and ain't nobody else gonna do it. So I can see when 
people shop to relieve stress. But if you ask me, I have a different method to deal with stress. And it is 
called dancing.  
 
[VIDEO END] 
 
>> So that's actually an example of some of the links and videos we have in the trainings to help us. Let 
me do this. And those links can be used or just kind of inspire you to figure out what other videos you 
might wanna use. We like to incorporate some sort of visuals at the beginning or during our modules, 
learning modules because it provides a way to start talking about certain things. So this certainly talks 
about stress. And who doesn't like Ellen DeGeneres? She's lots of fun. But so what do you think? This 
would be an example of the kind of conversation you'd have after the video. What do you think was the 
funniest part of the video clip? Anybody? Any particular moment that she really made you laugh? No? 
Anybody? Yes. 
 
>> Just the story that she told. You know, we've all been through it before and you can all relate.  
 
>> Yeah, I didn't realize it was so common to leave soda on the sides of your car. Don't do that. No. But 
what was serious in this particular clip? Were there serious moments in this clip? Was there some 
serious message that was being communicated? 
 
>> The reality of stress. 
 
>> The reality of stress. It's something all of us experience. Now, we know that people with Autism 
experience anxiety and stress in a more intense way, in a lot of ways. But knowing that it's something 
that exists, you know, what we're trying to get at is, know our diversity is just part of the spectrum of 
humanity. And that there might be somethings that are different but, more likely, things are similar to 
the human experience. And tying in and connecting into that is a really important thing as we go 
through and think about where we need support. Because thinking about where you need support is 
hard. It's not the easiest thing in the world. And also, making sure you're also focusing, and all of us have 
this experience with IEPs, focusing on what your skill sets are, what your abilities are because that's 
what your going to build your employment on. And so, a little bit about, what is stress? So what's some 



examples of mental or emotional stress? Tension, irritability, inability to concentrate, feeling excessively 
tired, trouble sleeping. And so this is an example of a conversation you have with your students and 
people are, in fact, not everyone's going to have all of these reactions to stress. But it's good for people 
to start figuring out what their reaction to stress is and see what other people's reaction to stress is. And 
that it has a physical ramification, dry mouth, pounding heart. I don't know if we always connect what's 
going on with our physical bodies with what's going on. I know I get this pain right here when I'm really 
stressed. And I'm not always realizing that that's why I have the pain. And sometimes it's, oh, I must be 
more stressed than I thought. Difficulty breathing, upset stomach, headache, frequent urination. This is 
a tricky one, I think, with students because restrooms, I think, very early on, children with autism figure 
out that restrooms are something they can go to for a break. Sometimes that's okay and sometimes it 
interferes. And that continues into employment. So we see that in employment as well. When you have 
your employee disappear for an hour into the restroom, it's not a good thing. And then it starts 
interfering with their job. And so this isn't true of everybody. But it's true of some people with Autism. 
And sometimes it's going into the restroom because you know that's a safe place where you can pace or 
do something physical that's helping you relieve stress. So learning when it's okay to do that and also 
trying to time it in a way that doesn't interfere with what you need to get done. So you shouldn't be 
doing that in the middle of a test that you need to get done at school. And you also shouldn't be doing it 
in the middle of a staff meeting that you're expected to be there and present. So finding other strategies 
to manage the stress at that moment, that allow you to still finish that test or still get through that staff 
meeting that you need to be at for your job. So that's just an example. Sweating palms, tight muscles. It 
seems to be my mode of operation, tight muscles. So how many people have ever read about the Rule 
of Mind? Anybody? Cool. So if you try not to think about something ... There's been a lot of studies 
coming out on how we think, why we think that way, how we react to sounds, to danger, to all sorts of 
things. So if you try not to think about something, then it is more likely to stay in your mind. So you 
spend a lot of time thinking, I'm not going eat something or I'm not ... You end up thinking about it a lot 
and probably eating it. So let's do a little practice of this. I know not everyone loves chocolate. But many 
people do. How many times have you thought about chocolate in the past week? Answers? Yes? I know 
I think about chocolate at least once a week, a day, eh? Once a day. What's that? Now we're all thinking 
about chocolate, great. Thanks, Tanya. Now use all of your mental powers to not think about chocolate 
for 30 seconds. Okay, I'm counting. Let's not think about chocolate. Okay, I'm going to pretend that that 
was about 30 seconds. What happened? 
 
>> Thought about chocolate. 
 
>> You thought about chocolate? Exactly. So, the Rule of Mind explains why we think about chocolate. 
So basically ... Hold on 1 second. We think about chocolate when we focus on that and it's not a way to 
change how you're thinking. You have to do it differently. So here's a little quote, "You don't have to be 
normal to be happy, nor do you have to make anyone else normal to be happy. But this is not an easy 
journey." So this is something we talk a lot about. What is normal? What does that mean? Why do we 
use it as a term? And it's about living in the hear and now. Again, that Rule of Mind concept of, how do 
you avoid thinking about chocolate, you think about and you focus on the here and now, the moment 
that you're in and being present in that moment. And that's really what the Rule of Mind is all about. 
And we do an exercise around things like, how do you change your mode of thinking at the time? So if 
you have someone coming in who's very stressed, they've forgotten their lunch. We've all had those 
days where our days don't start off well. And it makes it really hard for any of us to get back on track, 
right? And for someone with Autism, even more so. And so we come up with different strategies to do 
this. One of my favorite things to do is, every day when I'm meeting with everybody, to come in and 
have Post-It notes and each person puts on the board ... Post-It notes seem to be the in thing, right? Put 



on the board something that lifted them, that made them happy or that just helped them feel content 
that day. And we put that on the board. And that really changes the dynamics as we begin to talk about 
what we're going to be working on that day. So, anybody want to give me ... We don't have Post-It 
notes. But anybody want to give me an example of something that really brightened their day today? 
Yes. 
 
>> My 7-month-old puppy jumped up and was giving me kisses. 
 
>> Oh yes, 7-month-old puppy jumped up and gave you kisses, that's awesome. Anybody else? Yes.  
 
>> My 11-year-old risked missing the bus to run and give me a hug. 
 
>> Aw, your 11-year-old missing the bus to run and give you a hug, that's awesome. Yes? 
 
>> Getting my coffee at Sheetz this morning. 
 
>> Getting your coffee at Sheetz this morning, absolutely. Yes? 
 
>> [INAUDIBLE] 
 
>> Okay, I'm a little deaf, say that again. 
 
>> Seeing my 2-year-old son in the morning. 
 
So I get to really see him and having him come up and give me a hug.  
 
>> That came up in Pittsburgh quite a bit yesterday because everybody got to not be at work at 7 a.m. 
So she got to see her 2-year-old this morning because she was coming here instead of going to school. 
Yes? 
 
>> Driving here and finding out I wasn't the only one from my district when I didn't know that was going 
to happen.  
 
>> Aw, that's fun. So arriving here and knowing she wasn't the only one of the district and having other 
people from her district here. She didn't know that was going to happen. So those are wonderful 
examples. And it's actually lots of fun to read through ... We don't personalize them, necessarily, but to 
read through them and it's amazing how many of the things actually lift everybody else up in the course 
of that moment. So for me, it was the fact that my PowerPoints this morning are actually working, 
yesterday, not so much. My video, you got to see the video, so that made my day. So the brain ... I 
thought this was very interesting research, the brain is like Velcro for negative experience and Teflon for 
positive ones. Why? It has evolved to be constantly scanning for threats to protect us but loses sight of 
the big picture. But there's ways that we can hardwire happiness into the brain. So that was one 
example of a book that we're using to inform some of the materials we've created. And at one point, I'll 
put up a list of resources. And they should actually be on the PaTTAN website as well, that Dr. Shore, Dr. 
Nassif, myself and Tom had recommended as possible reading material for you, if you're interested. So 
you can actually trick your brain in different ways, like we just did. I mean, I know I feel better just 
listening to your moments of joy today. Take in the good, be on your side. How many times do we have 
our students say, "I'm sorry, I'm sorry, I'm sorry." And beating themselves up. "I'm an idiot." Sometimes 



literally beating themselves up. And this is something that we see in employment as well. It doesn't just 
stop at school. And so helping ourselves and our students remember to be on their side, focus on 
positive experiences with the greatest personal impact. Maintain the sense of wonder. Open your eyes 
and look around. What do you notice? So some strategies on dealing with stress, and Ellen DeGeneres 
touched on one of them, breathing and being aware of our breathing. So in those moments that ... I 
don't know if you remember that chart, those reachable moments that you have before someone is full-
blown meltdown. And that doesn't always happen with everybody. And it doesn't always happen. But it 
also, no matter what, in any trajectory of stress, gets in the way. And causes physical harm. So you hit 
pause, inhale, exhale slowly, inhale. And I do this with whoever I'm working with. And we go through 
that to practice how the body and mind feels. So let's do this one. There's a couple more that are 
similar. Let's do this one together. So exhale slowly and deliberately. Inhale slowly. Repeat this three 
times. As you breathe, repeat this three times. I am going to say, as you breathe, think, inhale calm, 
exhale stress. Inhale calm, exhale stress. So please share with me, how do you feel in your body and 
mind? Anybody?  
 
Talk a little bit about how that impacts your body and your mind as you do it.  
 
>> Yeah, you feel relaxed, like your muscles. Like, [INAUDIBLE]. 
 
>> Right. So you feel relaxed and your body kind of lets down. And it impacts how you're thinking too. 
You're thinking not about the chocolate. You're thinking about the breathing and letting go of that 
stress. Meltdown prevention, again, noticing warning signs in your mind and body. This is really about 
learning self awareness. All of us work on this our entire lives and as our bodies change, as we get older, 
this changes too. So it's something that is part of us. Decide you won't freak out or meltdown. Hit your 
pause button, breathe, don't talk, distract yourself. And that distract yourself depends on the person. So 
one person, distracting themselves might be grabbing a book, another one might be listening to music. 
We all have different ways that we use and we spend a lot of time unpacking that and learning about 
each person that we're working with to figure out what it is that works for them. So that when we do 
have a problem later on down the line, we already have a plan. And we're going to talk a little bit about, 
in a bit, the framework that we also use. So here's another one, short yoga break and a little quote, 
"Happiness often sneaks in through a door you didn't know you left open." So sometimes we're really, 
really, really miserable. We've had a really bad day. And if we allow ourselves to take some moments to 
do these kind of things, it's amazing the kind of happiness you can find that you didn't realize was there. 
And so we work a lot on finding that. Here's another one. Hands and feet, for whatever reason, I know 
there's people who can answer that question, I can't. But, can really, you know, the pressure of the 
hands ... And this is true, especially for certain people with Autism, who are sensory seeking. And that's 
another thing to know, who's sensory seeking, who's sensory avoiding. There are people with Autism 
who really need pressure and something like hand activity can be really effective for them. So sit back 
and just observe, watch your thoughts. Here's another one with taking a few breaths. Walks. Now at SAP 
we have found quite a few of our employees have really been able to effectively calm themselves down 
or get themselves focused through walks. SAP has beautiful gardens around them that you can walk 
through. So it's not uncommon to see one or two employs taking that walk. And I think all of us probably 
... I know that's one of my favorite things to do. When I feel like I'm not communicating well with my 
husband on something and we have a difference of opinion, not storming out, but just taking that walk 
and coming back and being ready to have that conversation can really help. And that's true of any of us. 
Music, now we have a lot of fun with music and thinking about the different roles of music for different 
people. So how many people like to work to music? How many people don't like to work to music, need 



total silence? That would be me. So everyone has a slightly different thing that helps them. And 
different kinds of music, what kind of music do you like to listen to when you're working? 
 
>> Mine goes from everywhere, but with my own ADHD, as a kid, going through it and that stress and 
where you lose that concentration, if you need that concentration, I'm better just putting my laptop 
with music or Latin beats, something ... 
 
>> Latin beats. 
 
>> A lot of times because it's always happy. 
 
>> Right. Happy, upbeat. 
 
>> You know, and you go back to [INAUDIBLE] the brain that happiness. I had a heart attack in June of 
2015, came out with 20 percent of my heart working. But I decided, when I was in that doctor's office, I 
wasn't going to listen to the negativity, I was gonna go and dwell on the positive. So I'm sitting here 
now, the last they checked it, it was at 49 percent. So I believe in that positive. So whatever it is to keep 
my concentration going, that music on the side, doesn't always have to be a particular type ... 
 
>> Right. 
 
>> It just has to be that free-flowing positive ... 
 
>> So a variety of positive, happy? So don't worry be happy. That's a good one to play.  
 
>> They'll drag you down.  
 
>> Okay. 
 
>> So it doesn't have to be [INAUDIBLE].  
 
>> Awesome. Anybody else have a different kind of music that they particularly like to listen to? 
 
>> Smooth jazz. 
 
>> Smooth jazz, I've heard that from a number of people. So I've been very interested in the answers to 
this particular question because there's so much variety. And in a classroom environment, it's been a lot 
of fun having everyone share their choces and when music helps them. So some people want total 
silence, some people want something very flow-y. I've had a lot of students who really liked anime music 
or video music, which would be the opposite of what would ... It drives me nuts. But it's good for them. 
And to also be aware of how to utilize music and when and where. When is it appropriate, how to use it, 
when do you use earbuds, when can you listen to yourself? At most work environments, we're in shared 
workspaces. SAP is especially true. So how do you make sure you have the music you need to do the 
work you're doing or the calm yourself down without impacting the people around you? So this is an 
important one to think about. So, also, working on acceptance. And this is a very important conversation 
we have. It does not mean wanting or liking Autism, necessarily. Doesn't mean changing your opinion, 
doesn't mean resignation and it doesn't mean giving up on life or possibilities. What does it mean? It's 
about opening up to the sad and the sweet in life. And I'm gonna just touch this into every single one of 



the things we mentioned about the good moment in our day, especially things like missing the bus, 
which I'm sure had it's not-so-happy moment. But for what reason? For that hug. So recognizing that the 
sweet things in our life, like chocolate, have things that aren't so great, calories. So we spend a lot of 
time unpacking how those two are connected and the possibilities and the alternatives and the lessons 
that come with really hard experiences. That's also an important one. We use something called The 
Framework, which I'm going to share later, to process in a regular basis. And it's something I think a lot 
of us have used as a strategy whenever something happens that we need to learn a lesson from and 
figure out how to avoid. So here's a little prayer that I know helps us. Give us grace to accept, with 
serenity, the things that cannot be changed, courage to change the things that should be changed, and 
the wisdom to discern the one from the other. And a little bit about the balancing of life, a wave can 
come in and wipe this out. And then you can rebuild it. So any questions so far? This is just an example 
of the kind of module you can use with your students as they're training for employment. Yes. 
 
>> The only thing with music is, you can't really have them go fall back on [INAUDIBLE] because it's a lot 
of employees that don't allow music. So even though it's a special situation with a special person, it's 
breaking the rules. So all rules have to go for everybody. 
 
>> So. 
 
>> So it's sets us in a tricky spot. I'm just saying sometimes it's ... 
 
>> Right. But that's something that we work on with each individual. In a place like SAP, Earnest & 
Young, Willis Towers Watson, those kind of locations, there's definitely places where music can be an 
appropriate thing to use if you utilize it the right way. But, yes, there are some jobs where there might 
be times where it's not appropriate. Okay, I'm going to go onto the next one. 
 
[VIDEO START] 
 
>> Broadway Joe. 
 
>> Yeah? 
 
>> Eric, hush. 
 
>> Come on up. It's Elaine. You don't have a problem with her, do you?  
 
>> [INAUDIBLE] 
 
>> She wants to say high. She's here with her new boyfriend.  
 
>> What's he like? 
 
>> He's nice. A bit of a close talker. 
 
>> A what? 
 
>> You'll see. Boy, I really had no idea that you felt this way about the Costanzas. 
 



>> They're exhausting. It's like being in an asylum. 
 
>> Hi! 
 
>> Hello, hi! 
 
[ Chatter ] 
 
>> Um, this is Aaron. 
 
>> Hello, Aaron. 
 
>> So how long are you folks in town?  
 
>> Three more days, 3 more days and then we're off to Paris. 
 
>> Oh. 
 
>> We're going with a select charter group.  
 
>> I love France. I was just there last year. In fact, you know what? I still have an envelope full of French 
Francs. I'll give them to you. 
 
>> Well, we can't take money. 
 
>> Oh, no. It's a gift. From us.  
 
>> Aw, that is so nice Aaron. Isn't he nice? So listen, has Jerry been showing you a good time?  
 
>> No, I haven't.  
 
>> You know, I have a friend who works at The Metropolitan Museum of Art, how'd you like a behind-
the-scenes tour?  
 
>> Really? You could do that?  
 
>> Easily.  
 
>> It wouldn't be any trouble?  
 
>> Of course not.  
 
>> When can we go?  
 
>> How about right now?  
 
>> I'm ready. 
 



>> Are you sure? 
 
>> Yes.  
 
>> Okay, let me get my coat.  
 
>> Elaine, what do you say?  
 
>> Well, I don't think so, Aaron. I have plans.  
 
>> Oh. How 'bout you Jerry? 
 
>> I'm sorry. 
 
>> [INAUDIBLE] 
 
>> Maybe I'll try and catch up with you.  
 
>> All right. We're out.  
 
>> Okay.  
 
>> All right. Okay. Bye, bye. Have a good time.  
 
>> Bye.  
 
>> See everybody later.  
 
>> Okay.  
 
>> [INAUDIBLE] 
 
[VIDEO END] 
 
>> Okay. So this is one of the modules -- one of the clips we use in the social skills. So social skills for the 
workplace, we utilize a book to form a lot of what we do, "10 Ways to Have a Better Conversation." And 
they actually have video clips on YouTube for anybody who wants to use them. They're a little awkward. 
They're college students who volunteered, I believe, to be video taped. And they set up different 
scenarios from the book. The book's excellent if you happen to have a chance to read it. But we actually 
kind of had fun playing around with the awkwardness with our students. So this past summer we did a 
training with college students who did an internship at SAP. And we spent a lot of time talking about 
how we would do the videos differently. And it really turned into a good way to discuss and unpack. One 
of the reasons we do this is talking directly about your issue is a lot harder than thinking about it when 
you're looking at other people going through the issue. So this is the book, "The Science Of Making 
Friends." The UCLS PEERS Program. Good conversations, starting and joining conversations, leaving 
conversations, handling conflict and one of the particular things in the book is about, "Where do you 
stand when you have a conversation?" And I've had students who either stood really far away or way 
too close, had no sense of personal space at all. And I know my son struggles with that because he has 



vestibular issues. He doesn't have a sense of where his body is in space. So helping people understand 
what is going on with their body and how it relatives to conversation and how to manage these 
conversations is really important in the workplace. So here are examples of the different chapters that 
they have. And for each one there is a video. We also include other videos from other things, like the 
popular one we just saw. So we have trading information, too little eye contact, we're gonna go through 
a little bit more detail. Good conversation. We watch the video. And then we analyze it and break it 
down. Yes? 
 
>> [INAUDIBLE] 
 
>> Maybe we can use the microphone. I need a little adaptive technology. Okay, thanks. I don't know if 
it's on. I can't tell.  
 
>> Testing, testing. Testing, testing. 
 
>> I didn't mean to interrupt, but going back to the 10 ways ... 
 
>> Is it working? 
 
>> To have a better conversation, did you say that there was links on YouTube regarding ...  
 
>> Yeah. So in the modules, like this one, which is online, and in the notes, there are links to the 
individual YouTube videos or other links to ... A lot of times, it's movie trailers and things like that.  
 
>> So it's in the module that might not be posted as of yet to the website? 
 
>> I don't think that microphone ... Could you put that microphone a little closer to you? 
 
>> So it's in the modules that have not been posted yet, but will be? 
 
>> Exactly, yeah. 
 
>> Okay, thank you. 
 
>> And, again, they're suggestions. They're recommendations. You could also have some fun and look 
for your own. Or maybe there's something that comes to mind of something you see that you think, 
"Oh, that'd be perfect to fit in." Because we're talking a pretty wide age group. So sometimes there's 
something that you think might be more appropriate for your particular group. 
 
>> Thank you. 
 
>> So these are the chapters in this book? 
 
>> Yes, they're the chapters in that book. And we developed learning modules ...  
 
>> Got you.  
 
>> Around those. 



 
>> Okay. 
 
>> So around good conversation. I don't know if that works. 
 
>> Thank you. 
 
>> Too little eye contact and unpacking the different modules so they're not having to read the book. 
We read the book. And then we used it to help guide us as we talked about these different components. 
And this is all free and available as well online. What we developed is just adding onto it. We've really 
tried to make sure that what we're doing is open-source, I suppose. It's available. Because our interest is 
having our students be prepared for employment, period. And also for college. So here's some questions 
to guide you through, as we were talking about. And you can have a lot of really amazing conversations 
about these particular issues. And, keep in mind, you have some students who don't have any trouble 
with eye contact at all, some students who have trouble with doing any eye contact and some students 
who make too much eye contact. So you have a whole range within any group. And it's important to 
make sure we're understanding, that we're differentiating based on the students that we're working 
with. Standing too close, standing too far away, talking too loudly, talking too softly. I've certainly had 
students who, really, you could just never hear. There's actually examples in the movie about a cappella 
groups and one of the women ... What's it called?  
 
>> "Pitch Perfect."  
 
>> "Pitch Perfect." They have a great example of that. That's an example of a popular movie for young 
people where you can pull that in. And it's been authorized by the popular culture world. So it gives it a 
different kind of cache and a different way to talk about it with our teens. Talking too softly, talking too 
much. This actually, strangely enough, is one of the things that gets many of our young people in trouble 
in employment. Oversharing, talking too much. One of the movies I love to use, anybody ever seen the 
movie, "Adam"? No? So I highly recommend it. Yeah, one person back there, maybe? I actually use this 
with the college students. It was incredibly effective, especially watching. We watched a couple clips 
during the week. But then, at the end of our sessions, we went through the whole movie and used our 
problem-solving framework to think about what caused the issue in that particular scene and come up 
with different scenarios of how Adam could've avoided falling into that situation. I would've shown you 
a clip from it, but they actually took down the movie trailers, I think, from YouTube. And I bought the 
movie. But I can't run it off my Mac easily. So I'm going to just ... But talking too much is a big one, 
especially when someone gets on a certain topic that they're really obsessed with. In "Adam," he loves 
astronomy. And he gets stuck in a cocktail hour conversation. And this woman is giving all the visual 
cues of feeling boxed in and being very sweet about it, but not coming out and being clear with Adam 
that she doesn't wanna talk about it anymore. And that's something we also use. All these trainings, we 
take and pull from them to train managers and staff at SAP and other employers. So that's also a really 
important component of this. It's not just the person with autism that needs to understand these things. 
It's all of us. Good conversation, asking too many questions. I'm sure all of us have experienced that in 
some way, shape or form. And making too many corrections. So this was kind of getting back to that 
stress and anxiety thing. If you are noticing all the mistakes ... I am not a grammar expert. So there are 
certain people I drive nuts. How many people in this room are perfectionists when it comes to 
grammar? Yes. And I feel your pain. I might not understand it completely. But I know that I drive you 
nuts. But there are certain students that we work with that have a very hard time moving beyond and 
focusing on what needs to be done. And I know I've had students who corrected their teachers. And that 



didn't go over so well. We've had employees who have corrected their managers. And that didn't go 
over so well. So coming up with strategies and ways to, yes, give feedback, but in a way that's not going 
to get you in trouble. Good conversation. Teasing's something that comes up a lot. I did some trainings 
for boy scouts where there's a lot of that ribbing and teasing. And one of the main messages was "don't 
do it." Because it can really cause some damage. And trying to understand why and how. Because some 
of it, it's just part of our culture. And so how do you manage through teasing? And some people tease 
because they're trying to be friends. And some people tease because they're trying to be mean. It just 
depends on the context. And, as we know, that's a really hard thing for people with autism to figure out. 
Getting too personal, oversharing. My daughter, who's 15, constantly makes sure I know that I am 
oversharing. Starting and joining conversations, a very complicated thing. Lunch is like a political 
quagmire sometimes, figuring out where you should sit, who you should sit with. A lot of people we 
have as employees with autism will prefer to sit by themselves. And some people have figured out how 
to join in. SAP's been great about encouraging mentors and friendships with people so that someone 
has someone to sit with when they go to lunch. And that's just an example. And, to your point, it's a lot 
of fun to show up to a conference and have someone to sit with, right? So starting and joining 
conversations, not-so-good examples and some good examples. These are kind of hysterical to watch, 
these videos. Again, they're in the notes of the PowerPoints. Leaving conversations, also another 
complex thing to do. Yes?  
 
>> Oh, I was just looking up. The PowerPoints are in there in .PDFs and the notes don't show up.  
 
>> Okay. So I will resend them. And we can repost them as PowerPoints. Any other questions or notices? 
Again, if you notice or need anything, please e-mail me. I might not respond immediately if I'm traveling 
or anything. But I will certainly make sure one of my staff gets back to you with what you need. Okay, 
dealing with conflict, another big thing. The other thing is, sometimes we've found that people might 
have perceived conflict when there probably wasn't any, and it needed to be unpacked, or have 
experienced conflict and just not known, maybe shut down or reacted in a way that wasn't good. So a 
really important thing to get through. Back to teasing again, rumors and gossip. This actually sparks a lot 
of conversation, generally speaking, trying to understand what rumors and gossip means, what that is 
and when not to say it. And you get some very wise conversation and reflection. Any more questions? I 
know I'm taking questions as we go. Okay. 
 
[VIDEO START] 
 
[Lyrics] 
 
So no one told you life was gonna be this way  
 
Your job's a joke, you're broke, you're love life's ... 
 
>> I'm pregnant. 
 
And you're the father, by the way. But you get it.  
 
[Lyrics] 
 
Your job's a joke, you're broke, your love life's DOA 
 



>> You know I could get him to forgive us.  
 
>> I don't know.  
 
>> I'm tellin' ya. 
 
I can do it. 
 
>>Yeah, he can do it! 
 
[Lyrics] 
 
It's like you're always stuck in second gear 
 
Oh when it 
 
>> He was like this crazy-eyed, hairy beast man. He was like a -- like a Bigfoot or a Yeti or somethin'. Hi, 
uh, just so ya know, we -- we didn't mean to fog you. We -- we actually thought you were, like, a Yeti or 
somethin'.  
 
>> Hi.  
 
>> So you like the short hair better?  
 
>> What?  
 
>> Yeti? Uh, Eddy?  
 
[Lyrics] 
 
Oh when it hasn't been your day 
 
Your week, your month, or even your year 
 
But  
 
>> James? Hello? 
 
[Lyrics] 
 
I'll be there for you 
 
(When the rain starts to pour) 
 
I'll be there for you  
 
(Like I've been there before) 
 



I'll be there for you  
 
>> You two are happy, then I'm happy for you. I'm fine.  
 
>> Really?  
 
>> Absolutely. I'm fine, totally fine. I don't know why it's comin' out all loud and squeaky. 'Cause, really, 
I'm fine. 
 
[Lyrics] 
 
I'll be there for you  
 
('Cause you're there for me, too)  
 
>> Joe?  
 
>> Ee-ee-ee.  
 
>> Well, I guess Joey went home. Oh, and look, there's still one box that I have to unpack.  
 
>> [INAUDIBLE]   
 
>> Oh, my God! You almost gave me a heart attack!  
 
[Lyrics] 
 
You're still in bed at ten and work began at eight  
 
>> My best friend and my sister! I -- I cannot believe this!  
 
>> I'm sorry, but it -- it's true. I -- I love him, too.  
 
>> My best friend and my sister. I cannot believe this! I cannot believe this!  
 
[Lyrics] 
 
You burned your breakfast  
 
So far things are going great  
 
Your mother warned you there'd be days like these  
 
>> She put aside the fact that you accidentally picked up my grandmother's ring and you accidentally 
proposed to Rachel.  
 
>> When people do this, I don't really know what that means.  
 



>> I'm sorry. 
 
[Lyrics] 
 
Oh when it hasn't been your day 
 
Your week, your month, or even your year 
 
I'll be there for you  
 
(When the rain starts to pour) 
 
I'll be there for you 
 
(Like I've been there before) 
 
I'll be there for you 
 
('Cause you're there for me, too) 
 
I'll be there for you 
 
I'll be there for you 
 
I'll be there for you 
 
('Cause you're there for me, too)  
 
[VIDEO END]  
 
>> So that's a fun one and it really captures two things. you can use it when you're talking about social 
situations and nonverbal communication, which is a challenge for many people on the autism spectrum. 
And you can also use it in the context of social network, electronic communication and facebook and 
other kinds of social media. So trying to understand. And I don't know about you, but I have friends of 
facebook that I know really struggle with communicating on social media. They'll do the long paragraphs 
that go into great detail. They'll do oversharing and can't quite get the knack of it. They're needing 
something else to help guide them. And so try and help people understand what nonverbal 
communication is, when we do it, how we do it, what we call it. I think that's interesting, some of the 
more medical terms that we might use, or clinical terms we use to describe the different ways of 
communicating and how important nonverbal communication is. Woops, I grabbed the wrong thing. So 
here's a little bit about the framework. I think we're good on time. So this is something we decided to 
start using in the past year. It was actually Jose's suggestion that we start trying to consistently have 
everybody think about using the framework for problem-solving as a strategy throughout HR, with 
managers, with other staff and as we were doing training and onboarding people into their jobs. And 
part of the reason we also use this with our high school students in the high school academy in the 
summer and in the internship program, with the college students. And it's something ... I'm sure you've 
seen similar models out there. You have the problem situation. My clicker's not working. You figure out, 
okay, this problem happened. What was the root cause? And, usually, there's another root cause. 



Maybe there's even more than two. Then you figure out a reactive solution. What are you gonna do in 
that moment to try to fix the issue? And then you work and strategize on what a possible preventative 
solution would be and another preventative solution. And this particular process is really important with 
everything else we've talked about to understand who you're working with and what their sensory 
needs are and what their skill sets are, so that you can come up with some preventative solutions that 
will work for that particular person. So I'm going to give you an example. What happened? Stopped 
doing work when finished with task. I think almost all of my students have this issue when they first 
started working. And this is one of the reasons why having our young people get employment before 
college is really important. And before they leave college, it's really important. We have found that the 
majority of people we have placed in jobs at SAP, Erneston Young, Willis Harris Watson and other places 
had never had a job before. These are folks that had their Associate's Degrees or their Bachelor's 
Degrees or their Master's Degrees. And the problem was they were basically going from 0 to 60 
instantaneously. Because, I don't know about you, but my first job was not a corporate job. Can I get 
some thoughts? What was your first job that you remember? Yes?  
 
>> I worked for Sesame Place.  
 
>> You worked for Sesame Place. Awesome. Hot, but awesome. Yes?  
 
>> I packed sweet corn in crates to ship to New York City.  
 
>> Wow, you packed sweet corn in crates. That's a new one. I've never heard of that one. To ship to 
New York City specifically? Interesting. Anybody else? Yes?  
 
>> Packed pills in a pill-packing factory.  
 
>> You're challenging my P's here. You packed pills in a pill-packing factory. Okay. So our first jobs were 
not the jobs we're probably in right now. And there's probably a number of different reasons for that. 
But they probably taught you some very important skills. I know one of my first jobs was babysitting. 
And it definitely helped me realize that I did not want to go into early education. And then, the other 
thing was I didn't want to have jobs where I had to work at night. Just wasn't a good fit for me. You learn 
about yourself as you go through those jobs. And it can also be a real incentive to say, "You know, I don't 
really want to be doing this for the rest of my life. I'd like to go ahead and get another thing I've 
studied." Or you can discover something you really loved. Anybody can tell me what job they had that 
made them think, "Wow, I love this!" Anybody? Any job that really was the one that got you into the 
field you ended up in? Someone? Oh.  
 
>> I worked at a day program for adulthood intellectual disability.  
 
>> A day program for adults with intellectual disabilities, right. And that's like a wonderful way to plant 
seeds and that inspiration for people. So we do a collaboration with Drexel Medical School. And we have 
medical students come and do health assessments with people with intellectual disabilities. And the 
passion and inspiration that they leave with is amazing. And they learn so much from that experience 
that we know we are really sending people out who are now going to be amazing advocates, right? And 
go into something related to people with intellectual disabilities. So that's a great example. Anybody 
else? I know for me, I had a job early on doing adult literacy. I did a 1-week adult literacy project with 
other high school teens. And it was really amazing to get to go into the community and to get to be 
working with people on something so important that they needed to learn. And I was 16 at the time. 



And it was something that I realized as I went along was going to be part of my life in some way. So he 
stopped doing his work when he finished his task. A really important skill that we should be learning in 
those jobs that we have in high school or in the summer. And how are people impacted? So the 
manager was upset because time was spent not working on another task. The team is upset because 
deliverables of the entire team have been impacted. What are the consequences? Manager may take 
this into account for your performance. And the team may miss a deadline. So your actions impact 
everybody else. What was the root cause? Why did this happen? I did not know to ask what the next 
task should be. I just thought I was finished. This is a very common issue when people are first learning 
to work. And taking that initiative to ask is not something that everyone knows intuitively. As a result, I 
wasted time waiting to be told what to do next instead of asking what I should work on. This is also 
something that people can learn when they're doing volunteer work, right? It's something that we can 
have as a goal for our students to be learning to do. Recognize your mistake and apologize. So ask what 
task you should work on next. So these are reactive solutions in the moment that you can come back 
with. Work on that task. And, when completed, go back to the manager for the next task. So this is a 
temporary solution. And that's a specific reactive solution. So a preventive solution, when a task is 
completed, e-mail your manager and then begin the next assignment. So this is just an example of one 
case. And this particular person employee will be able to do the e-mail and that particular manager. That 
was a good way of communicating for that manager. So those are important things to know. Make a 
checklist of assignments so that, when one is done, there is another to work on. So that's one technique 
that you can work on. For this person, that wasn't being done. So that was a good thing to try out. 
Important to remember, these are things you're trying out to see if they'll work. Problem situation, root 
cause one and two, reactive solutions. The fun thing about working with engineers is that this kind of 
thing really appeals to them. And also at the end of this process, if it doesn't work, what do you do? You 
do it again. You problem-solve again. And it's really easy to make this process analogous with the 
process of developing software, because that's what they do in software. So that's just an example 
where, in this particular industry and employment, this concept really fits well with managers. Any 
questions? So what we've been working on from our end on the framework is just making sure it's 
something we all remember to go to when there's a crisis and we also go to when we realize there might 
be a crisis coming, when something's not quite working. So not waiting until that moment, working on 
those reachable moments. But that it's a go-to thing that we remember. And also to try to help 
everybody use the same kind of language. At SAP, we're working with people from all over the world. So 
trying to make sure we're using similar language to communicate and understand what that language 
means can be also really important. That's just an example of how things are working at SAP. But I think 
a lot of this is applicable to other places. So I'm going to. Nick, what time is it right now. I'm done a little 
early. So we can move on to Michelle Bornman. And anybody have any questions?  
 
>> My name's Michelle Bornman. I work for the Office of Vocational Rehabilitation. And I'm sorry. But 
my background is in education. So I'm gonna try to keep you alert and paying attention 'cause that's 
what you guys do, isn't it? You don't like people lookin' down at their laps. You know what? You think 
you're hiding those cell phones. But I see you looking at your lap. It's not normal to look at your lap. To 
be staring at your lap is not normal. So if I see you staring at your lap and you think you're hiding the cell 
phone, nun-uh. I can see you. I can see you. So we're gonna talk about OVR. I worked for IU 15 here, 
capital area IU. And I was an itinerant teacher, in case you know what that is. Do they still have them? 
Yeah? Do they still call 'em that? 
 
>> Yes. 
 



>> Okay. That's what I did, jumped from school to school. You had no home. No one knows you. People 
thought I was a student. I got in trouble for walkin' around the hallway. What are you doin' outta class? 
Where's your pass? I'd turn around. They'd go, "Oh." But see, I'm short. Like, when I go over there to run 
my videos, I disappear behind the ... So that happens. So that's my background. I then became an OVR 
counselor. I was a rehabilitation counselor for the deaf. I also was an itinerant teacher of the deaf and 
hard of hearing. I'm fluent in sign language. And after I was a rehabilitation counselor for the deaf for a 
while, then I became an administrator in OVR. And that's kind of where I am now. That's where I landed. 
I'm a regional manager. And I'm in charge of several district offices and the Early Reach Program in OVR. 
So that's who I am. And that's why I'm standing her. Well, my PowerPoint today has more of a state-
wide perspective than a local perspective. Those of you that may have printed off the Pittsburgh 
PowerPoint related to OVR, that had more of a local feel. Now, if you did print off the OVR PowerPoint 
or you have it up on your screen like this very, very diligent person does right here, it doesn't match the 
one we're gonna see today exactly. So if you've ever gone to church and they're reading scripture and 
you have the wrong Bible, it's gonna feel like that. So some of the screens, you're gonna go, "Wait. 
Where is she? It's not working. Oh, my gosh. I turn the page. It's not there." Get over yourself. It's okay. 
The PowerPoint isn't gonna match exactly. It's gonna be okay. All right. So we're gonna talk about, 
today, OVR. We have time together until lunch, yes? Oh, yeah, yeah, yeah. I'll post it. She asked me if I 
was willing. Yes. I'm willing. 
 
>> Thank you. 
 
>> I just was working on it till 4:30 yesterday. And I just didn't have time to get it up there. And this is 
how fast OVR is changing and the world of transition from school to work that, literally yesterday, I was 
still updating it because things were changing as of yesterday, so quickly. So that's why it's not gonna 
match exactly. So I have to move some slides around and take some out. So we're gonna talk about, 
today, what does secondary transition look like outside the school walls? Why do I say outside the 
school walls? 'Cause I'm an educator by training. And I know that many of you went to school, went to 
college, which is school and, then, you graduated. And where did you go after that, you educators? 
 
>> School. 
 
>> School. So you're really struggling with this whole community. Out in the community, I have to do 
this. I haven't been out there. I really ... Really, you're at a total disadvantage with your kids because 
you've been in the school system for a really long time. And you don't know what's possible. You don't 
know what's out there. And somebody slams in front of you a transition plan and says, "Make it 
community integrated." And you're goin', "Ah." That's why OVR is here. We are definitely here to help 
you with that because we are out there in the community. We see the possibilities. We are at SAP. We 
know what's possible. And we know what employers are asking for. And I'll tell you right now, 
employers are different right now. They don't care about disability. They just want someone to show up 
and not get on their cell phone on their lap. That's what they want. They don't care about disability 
anymore. It's a different world. They're very used to it. And I'm gonna show you some reasons why. But 
if you're from OVR, would you raise your hand again, please? One in the back. Two here. And two here. 
Okay. So we do have some OVR local staff here. So I start my presentations with this quote all the time. 
And it's a real downer. So get ready 'cause you might need some of that breathing. Why didn't I learn to 
treat everything like it was the last time? My greatest regret is how much I believed in the future. Now, 
why do I say that? Have you ever seen my presentation before? Raise your hand. Couple of you know 
why I put it there. Now, I put that there because this is what we tend to do with young people, really 
young, like 6, 7, 8 years old. Many of you are probably here because you're working with kids with 



autism. This works for them. This works for kids who are deaf, kids who are blind, all of our kids with 
learning disabilities. Here's what happens. We always say, "We'll get to that next year." It happens 
'cause you're so busy. And you've got so much to do. And you say to yourself, "I know they need this. 
But I'm sure they'll get that later." And so, for example, what we find is ... We'll use a student who's 
blind and visually impaired. And what we find is they get a full-time aide to walk them around the 
building. And the full-time aide goes to the cafeteria with them and carries the tray. And the full-time 
aide reads to them. And the full-time aide helps them with everything. And nobody ever really thanks 
about should we fade the aide over time. And they say they'll get to that later. And what we then find is 
a 12th grader who wants to go to college who has a full-time aide and can't walk around the cafeteria or 
the campus and has no orientation and mobility skills at all, doesn't know any of the assistive technology 
to use for a person who's blind and visually impaired. That's not your fault. You just keep thinkin' it's 
gonna happen. And then, all of all of a sudden, they're 18. And this is what we have to start avoiding is 
believing in the future and believing that the next person's gonna do it. And what I say to you today, and 
this is, if you take nothing else from this presentation, if you remember nothing else about OVR, I'm 
begging you, from especially what Tanya was saying about some of the skills that these kids are gonna 
need in the employment field, the future starts today, not tomorrow. So when you go back to whatever 
your job is, start thinkin' to yourself, "I don't know if this is gonna happen next year. I better get on this." 
Especially kids with autism. We worked with a bunch of kids with autism this summer. And I can tell you, 
maybe this is a surprise to you, they get into patterns. Have you noticed? If you let those patterns 
continue, they don't realize it's a pattern anymore. And a pattern becomes a lifestyle. And by the time 
they come to us, they don't have all those strategies Tanya was talking about, even remotely, in their 
wheelhouse. And for us to start over after it's become a lifestyle and not a pattern but a habit, it's 
almost lost. And it's really hard for OVR. So I say to you, remember what John Paul II said. "The future 
starts today, not tomorrow." So now, I'm gonna talk to you a little bit about today and not tomorrow. 
I'm gonna talk to you about the world and the community that all of you may not be moving in and 
shaking in during the day. But you're absolutely there on the weekends and in the evenings when you're 
not in the classroom or in your office or in your four walls, whatever they are. So I'm gonna ask you what 
these companies have in common. And because we don't have a lot of time together today, I'm not 
gonna ask you to guess because usually I ask people to guess and no one comes up with the answer. And 
then I give them a prize if they actually get it. And it's a really, really cool OVR paper weight. So I'm really 
sorry that none of you are gonna get the OVR paperweight. So what do these companies have in 
common? Duracell batteries, Target, McDonald's. Start thinkin'. I know one of you's got the answer. 
They hire people with disabilities, right? No. That's not it. But that's really good. And you would not get 
the paperweight if that was your answer. And Vanda Pharmaceuticals. So you're thinkin', "Oh, my gosh. 
Maybe they do hire people with disabilities." But that's not what Michelle wants. What does she want? 
Guinness beer. I want one of those, right? It's Thursday. You don't get to do that. If I was presenting on 
Friday, I'd tell you all to go get one. But it's Thursday. So I would think you'd might wanna wait. 
Microsoft, Nike. And the answer was not they hire people with disabilities. The answer is ... Oh, my gosh. 
These people. I don't have the paperweight.  
 
>> They sponsor. 
 
>> Sponsors of what?   
 
>> Of disabilities. 
 
>> Sponsor of disabilities. 
 



>> Training. 
 
>> Training, sponsors. Eh, you're warmer. Oh, you wanna guess. I don't have the paperweight. Is that 
okay? Just know that. Sponsor people with disabilities. Maybe, like, you know, the Olympics. 
 
>> Manufacturing based. 
 
>> Manufacturing based? Okay. No. What? Now you don't ... All right. You wanna know, right? 'Cause 
you wish you had thought of this so you could get that paperweight. All these companies have figured 
out that people with disabilities and their families have money. Not only that ... Are you surprised? 
You're not ... Wait. Now, you know your students, you're, like, teaching them to go into the workforce 
and have money, right? So this isn't a surprise to you, is it? Actually it is because many of us don't realize 
this. But a lot of kids with disabilities are just waiting to get SSI. And what that buys is a lifetime of 
poverty. So anyway, I digress. All of these companies have figured out that kids with disabilities and their 
families have A: money and B: a really compelling story that they can use in marketing for themselves to 
make money. And that's a credit to all of you because people with disabilities are out and about in the 
world. And they're not in their aunt's attic anymore. And people with disabilities buy stuff. And people 
with disabilities are not in residential institutions anymore. And guess what? We're gonna see in a slide, 
later on, many of them are not gonna be in workshops anymore. They're out and about. And the 
expectation in this country is that people with disabilities will be out in the integrated environment. And 
these companies have figured that out. And they're gonna use them for marketing, for advertising and 
to make money. And I'm gonna show you an example of that. And if we had more time, I actually have 
some of these examples of this advertisement. And some of them are actually in TV advertisements. But 
this one is a print ad. Those of you who've seen the back-to-school sales, you may have seen this young 
man on the far left, peddling shirts at Target. He's a person with an intellectual disability. And Target 
said, "Hey. Throw him in there." There's lots of families. There's lots of people with intellectual 
disabilities. And we might sell an extra shirt or two. Compelling story, compelling ad. Here's Nike. They 
just designed, after Matt. Matthew sent them a letter and said, "I'm going to college. And I can't tie my 
own shoes. Is there anything you can do for me?" And Nike decided, in their marketing world, that what 
they wanted to say to people is everyone can be an athlete. And if you YouTube this, and those of you 
who have headphones, you can sneak and YouTube it right now. But there is a video online about this 
whole process of designing these shoes for Matthew that, if you look on the left, have a zipper in the 
back. And if he opens the zipper with one hand, he can slide his foot right in and, then, shut it with the 
zipper. And Nike decided, "Guess what?" In the back of their minds, "You know how many people have 
neuropathy, now? People with diabetes that are baby boomers that are aging?" I think they're 
marketing those shoes to more than just Matthew. But Matthew sparked the idea. Not only that, but 
social media is changing the world for people with disabilities. This is a Facebook post about a young 
man with autism that works at Starbucks. It was posted by an autism advocate who wanted to get the 
word out about an individual with autism that was working. This Facebook post got 40 million views of a 
young man with autism working. That wasn't even Starbucks doing it. That was the world doing it. So 
your kids in your classrooms are in this world. They're seeing companies market to them. They're seeing 
people like them out in the community. They're on Facebook. They're seeing kids like them working. 
And you don't even know it. And then, they come into your classroom. And you have to think to 
yourself, "Does my classroom, does our environment mirror what the world is telling them that they 
should be part of the world?" Is that what your classroom and your school district and your environment 
is also telling them? Think about that. And welcome to the future because this is the future for our 
students with disabilities. So what I'm gonna talk a little bit today is about how the Office of Vocational 
Rehabilitation can help you move better into the future and how you can help us move better into the 



future because our mandates have changed. And our mandates now include, guess who. You. Where 
before we were often saying to all of you, "We can't get there." And I'll talk a little bit about that in a 
minute. We're not gonna be saying that as much anymore. We cant because our law has changed. And 
the federal government has realized what Starbucks and what Nike and Guinness beer has realized: that 
people with disabilities want to be out in the world, can be out in the world and should be out in the 
world, not only working but being independent in their living situation. So you already know what our 
mission is because Tanya went over that before: assist Pennsylvanians with disabilities to prepare for, to 
obtain and maintain employment and independence. And now, you're all nodding off going, "Where's 
that text now? I need to probably text my son and see how he's doing." But hang in there with me. So 
we have four bureaus. Now, it's really important that you understand OVR because, while you're here, 
this will help you get the job done with transition if you figure OVR out. We have four bureau. The 
Bureau of Vocational Rehabilitation Services serves everyone of working age with a disability except ... 
Oops. I went too far. People who are blind and visually impaired. And they are served by the Bureau of 
Blindness and Visual Services. There are brochures on the back table, one for the Bureau of Vocational 
Rehabilitation Services and one for the Bureau of Blindness and Visual Services. And you're thinkin', "I 
thought that was it." But there's two more. There's the Bureau of Central Operations. And they do all 
the fiscal work. And they do all the administration. And they do all the training. And they buy the pens 
and the paper and all that. And they report to the federal government. And then, there's the Hiram G 
Andrews Center, which is OVR's best-kept secret. And if you don't know what that is, this is not a 
presentation about the Hiram G Andrews Center. But I do have a slide about it. It is an awesome place 
for students to test out the waters of being independent. They have a residential facility. They have 
training programs. And kids can go there in a safe environment and start learning how to be 
independent. OVR Service Delivery Staff, know this is very confusing because those of us that are here 
today all have different job titles. And you have to figure that out, right? So I'm gonna try to help you 
with that. Vocational rehabilitation counselors, they work with cases. They open a case. They determine 
eligibility. They write plans. They get people jobs. And they close the case. They are individualized-
service based. Early-reach coordinators. Early-reach coordinators are 3 years old this month. This 
month. We've never had them before. Why do we have them? Because VR counselors are all 
individually based. And we were seeing a need to go out and talk about OVR services, to talk about 
vocational planning like this earlier and to reach more groups of students. So early-reach coordinators 
do not carry caseloads. They do not do a lot of individualized work. They do more group-based work. 
And they are not all working-age people with disabilities. They are in your world. They are working with 
students and youth only about between the ages of 14 to 17 because that's kind of just before you start 
working. Talking about early career planning, independent living, that kind of thing. So we have our 
early-reach coordinators. We have business services counselors and representatives. And they are our 
liaison with the business world. So they help us connect with companies. That's what they do. Their 
work is sometimes group-based. Sometimes they'll go to the Chamber of Commerce and talk to a group 
like this. And sometimes they'll do one-on-one work trying to get you a job in the thing you want in that 
career. Then, we have the Bureau of Blindness and Visual Services. And by the way, our rehabilitation 
counselors also have counselors for the deaf that know how to sign. There are specializes services for 
the blind and visually impaired. We have specialized counselors that understand blindness. We also have 
social workers who you may encounter. And this is where it gets really, really fuzzy. We do have a 
special state program where our social workers that work for Blindness and Visual Services can work on 
cases from birth to age 14. But that's a state-wide program even though it's in OVR and it's funded by 
your tax dollars in the state of Pennsylvania. So it gets a little confusing because they're the only people 
that can reach down to really young kids. Everybody else is older, working age. We also have orientation 
and mobility specialists. Like, we want that aide to fade. We wanna move into these kind of people. Do 
they use a white cane? Do they wanna use a dog? Do they need a computer? Do they use JAWS? Are 



they using their iPhone? Are they using apps? There's all kinds of apps, now. You can take a picture of a 
menu. And it will read it to you if you're blind. Do you kids know that? That kind of stuff. And vocational 
rehabilitation teachers do that kind of stuff as well. Those are all the front-line staff you may encounter. 
You're not gonna encounter me and our managers. But these are our front-line staff. The Hiram G 
Andrews Center, I do have a slide and a work -- kind of like just a brief summary to work you through 
some of the things that they do. They provide, again, the residential facility and career and vocational 
training. And so what we're finding, I alluded to before, is that employers are ready for your students if 
they can do the job. It's not like the 80s. The ADA, the ... You know what that is, right? In OVR, we have 
assistant district administrators. They're called ADAs. It's an acronym for the Americans With Disabilities 
Act. Rt. A long time ago, that was passed. And we tried to get the world to accept people with 
disabilities. The world has them now. They're like, "We got this. All we need is for them to do the job." 
And I don't know if you're aware of this. But maybe you're an employer. And maybe you do interviews. 
Have you done interviews lately? A lot of people aren't ready to work, not just people with disabilities. 
There are people without work ethics. There are people that think talking on social media is actually an 
in-person conversation. And if they see someone climb Mt. Everest, they did it. They think that. Like, if 
you watch a video about climbing Mt. Everest, I did that. Like, they don't get it. They don't have a lot of 
these social skills. 'Cause this is everybody. This is everybody. We had people in our employ that, when 
they're done with the thing you gave 'em, they're on social media because why should I be proactive 
and look for something else to do? You didn't tell me. So employers are ready for people that have a 
work ethic, people that can come to work every day on time. These employers are actually reaching out 
to us. Some of the problem we have, believe it or not ... And this is good news for all of you if we can get 
there. We don't have enough people to give them what they want. So they'll come to us and say, "I need 
10 people to work." And this is a picture of the Starbucks Roasting Plant Inclusion Academy in York, 
Pennsylvania. Starbucks comes to us and says, "I want people to come work in this environment. And I'll 
take people with disabilities right outta high school." And we struggle to get people with a high enough 
work ethic, with a high enough work experience, with a high enough know how out in the world that 
we're comfortable sayin' to Starbucks, "These are pre-screened, qualified applicants. And we'll stand 
behind them." And that's why I'm here today to talk to all of you because we gotta fix that. So the 
question is not only are youth with disabilities ready? But are all of our youth ready? And what are we 
doing? I mean, all of us helicopter parents and all of us, you know, givin' our kids everything and the 
moon, like, maybe, you know, we're not ... Maybe we're not pushin' them enough. I talked to somebody 
from a school district up north. And she was telling me. She said, she's lamenting, she said, "We have 
this student. And they love music. And they really love the radio. And I really ... I'm struggling because I 
know on their transition plan, I have to find a job in music for them." It's in a small rural area. And I said, 
"No, you don't." And she said, "What?" And I said, "Get them a job at Wendy's." That's where everybody 
else works when they're 17. It's okay, really. Don't get all caught up in that. I know that you want do to 
that. Yes. Find a job that you love. And you never work a day in your life but not when you're 17. Don't 
coddle them. Don't coddle them that much. Say, "Hey, you're gonna put your time in. You're gonna hate 
it. You're gonna get stressed out. You'll probably walk off the job. It's okay. I did that too." But didn't you 
ever get, like, "I don't like this job. I'm leaving. I don't want ..." It's okay for them to not like it. Guys, get 
over that. Tell 'em every ... Look at ... What are the other kids doin' in your area? These are ... You've 
gotta stop treating them that different. So think about that. You don't have to get them a job in ... We 
have a lot of kids with autism. They're obsessed about one thing. Is that a surprise? And everybody goes, 
"We gotta get him a job in that in the community." You don't. You really don't. Somebody said to me 
earlier, "If we don't get him a job in that, they're never gonna work." Okay. Try it out. Let them fail. S 
 
See what happens. Pick up the pieces. Get a safety net. And tell them, "If it doesn't work out ..." Just like 
you do with your kids when you send 'em off to college. You go, "I'm here for you. Call me." And then, 



when they call you, you go, "Stay there. I don't care. It's gonna work out." That's what we have to start 
doin'. I mean, really, like, we have these kids with these IEPs and the transition plans and these special 
classes. And you know what? Nobody ever tells 'em they're ... They have a disability. And these are your 
limitations. And these are the accommodations to mitigate them. And when you go out in the world, 
this is what you're gonna have to do to survive 'cause guess what? You have limitations. And 
everybody's afraid to tell 'em because guess what? Parents don't wanna hear that. They wanna hear 
that their kids' okay. So you guys fall into that trap. And you're, like, talkin' to parents goin', "They're 
gonna be okay, though." But you know what? Sometimes they're not. And people will say, "Oh, hire 
people with disabilities. They're such good employees." No they're not. Not all the time. They're not. I 
have people with disabilities in my 30 year career with OVR that wanna kill me, literally have sent me e-
mails saying, "I want to kill you." They are not special people all the time. I'm not kidding you. But I can 
say this to you. You guys stop dancin' around it. But I'm telling you right now. When I tell you to stop 
treating them so special, I mean stop coddling them and start thinkin' about these are the disabilities 
they have. These are the limitations they have. These are the accommodations they're gonna have to 
develop. And it's my responsibility to figure that out and tell them by the time they're 21 what the heck 
all that is. 'Cause if you don't do that, we have to do that. And they come to us and go, "Yes. I'm deaf. 
And I wanna be a disk jockey." No. It's not gonna happen. You can't ... Well, maybe it will. There is Rush 
Limbaugh. I think he is deaf. But anyway ... I take that back 'cause maybe it is possible. But you see my 
point. All right. What time is it? I really wanna show you the Guinness beer commercial. You wanna see 
it? 
 
>> Yes.  
 
>> All right. That means you have to be really good and pay attention until 12 so we can get out on time. 
All right. Why am I showing you this. I gotta back up. Why am I showing you the Guinness beer 
commercial? All right. You all know why I'm showing you the Guinness beer commercial. I'm showing 
you the Guinness beer commercial why? Because Guinness beer figured out that people with 
disabilities, remember, are out there. They have money. Guess what? They also have friends who are 
gonna drink with them. Okay? Now, when you're looking at this, this is what I want you to think about 
when you're looking at this video.  Think about what you do with your kids on the IEP for gym.  Okay?  
For gym class. 
 
[VIDEO START] 
 
>> [Lyrics] 
 
[INAUDIBLE]  
 
>> Dedication. 
 
>> [Lyrics] 
 
[INAUDIBLE]  
 
>> Loyalty. 
 
>> I'm gettin' better at this. 
 



>> Yeah. 
 
>> Next week, buddy. 
 
>> [Lyrics] 
 
Time 
 
>> Friendship. 
 
The choices we make reveal the true nature of our character. 
 
>> [Lyrics] 
 
Deep down 
 
[VIDEO END] 
 
>> Sorry.  We're back.  Cool, huh?  It's got a twist.  It's not what you thought.  I think you call it, we need 
to develop peer support.  Right?  Their friends.  So be careful with that.  I know you want to develop 
peer support.  And I get all that.  But do the kids know that there's an entire support structure beneath 
what you're developing?  'Cause they don't.  They don't know that a lot of their success is because of 
you, because you help develop these peer supports for them.  And they don't know when they go out 
into the world that that happened.  And sometimes they never, ever know what you all did to make 
them a success in school.  That's not a criticism of you.  But let's think about what that means to that 
person, not knowing.  Think about that.  So I wanna just introduce you to some of the employers that 
are saying to us, "We want people.  We don't care if they have a disability at OVR.  Just give us people."  
So we have the Starbucks Inclusion Academy.  You have to be 18 years old.  They have a 6-week 
academy.  And the first 4 weeks, the participants do, in the morning, soft skills.  I'm begging you, work 
on soft skills in schools 'cause, oh, it is a ... The struggle is real with these kids.  Soft skills all morning for 
the first 4 weeks.  We do hard skills training in the afternoon at Starbucks and teach them their jobs.  
And then the final 2 weeks of this 6-week program, we send them loose.  And they do their internship at 
Starbucks, out on the work site.  We do disability etiquette training, like this, for all the people that work 
there to get them ready for these kids so that they don't get nervous that it's a person with a disability.  
"I don't know.  I won't talk to them 'cause I'm so scared.  I don't know what to do with that."  So we do 
disability etiquette training.  Even in the third shift from 11 to 7 we did it.  What's really cool about 
Starbucks is we are not using job coaches.  We are using a one-to-one training model with on-the-job 
training to make it real.  So there's no job coaches involved at all.  And Starbucks is in charge of doing ... 
After that 6 weeks of OVR involvement, we send them loose.  And we do the one-on-one, on-the-job 
training where we reimburse Starbucks 90 percent of the wage during the academy.  And we feel like 
this is really good inclusion because the person doesn't have that other person, that job coach, 
intervening for them all the time.  Now some people need this.  But that's not the model we did at 
Starbucks.  When you have the PowerPoint, you can click on any of these links.  And it will show you all 
about what I'm talking about.  Yes? 
 
>> Can the students still be in high school?  Like, or does it have to be someone who's graduated? 
 



>> We're working right now on bringing students in high school into the mix.  This is really exciting.  We 
have tried to work it out.  But there's a little bit of a problem with high school kids because they want 
them to work a full-time job.  And high school kids usually have to be in the school at least an hour, if 
they're in school.  So we're trying to work that out with Starbucks.  But they're very interested in high 
school kids, 18 and older.  We're even trying to see if they'll bump down the age below 18.  Right now, 
we have at least six hires making $14 an hour full-time with benefits.  They run this Inclusion Academy 
four times a year with six or less participants each time.  These are the kind of employers that are 
saying, "I want to do this stuff with you, OVR."  And that's what we have to start getting your kids ready 
for.  So if you're in the York District Office catchment area, you can start talking to OVR.  You can talk to 
your Early Reach coordinators.  We have two York District Office Early Reach coordinators over here.  
Raise your hands.  And you're at Harrisburg, right?  Anybody else from York?  OVR?  No?  Well, these are 
some contacts you can talk to.  Another question.  Yes? 
 
>> Do they limit to certain disabilities, like significant cognitively impaired? 
 
>> Do they limit the disabilities?  Not that I'm aware of.  But we have to be competent that that person 
with those disabilities, those limitations, and the mitigations with those accommodations can do the job 
in this industrial environment.  Starbucks, this is the graduation.  This graduation was really cool because 
at graduation, they were all offered their jobs.  And they didn't know they were getting them.  So it's 
really ... This is a really cool picture.  OVR has this OJT program that you all need to be aware of.  It is our 
Jobs for All program.  It is designed for your kids, aged 25 and younger.  If they get permanent 
employment, we can do 100 percent wage reimbursement to the employer for 3 months so that kid can 
get trained.  Also we can do non-permanent temporary work for your kids and on-the-job training.  We 
can give 90 percent wage reimbursement to the employer for 3 months.  And this is temporary work.  
Go, find a job at Wendy's, and we'll do it.  Let's try it.  What's it in for Wendy's?  They get a person.  And 
all they have to do is pay 10 percent of their wage for 3 months.  And we do try not to combine on-the-
job training with job coaches.  But we can do that.  We can if we have to.  But that ends up ... If kids 
need that kind of support, we really need to talk about what's going on.  That's all.  So it's just more rare 
than the norm.  Usually, the on-the-job training kids and the job coaching are kind of separate tracks.  
But some kids can and need and should have both.  And that can happen.  And you're going to hear a 
little bit more about that soon.  We also have Project Searches across the state, which is kids leaving the 
school building and going to school at an employer all day.  So, for example, if we talk to Starbucks, we 
could probably design something like this there if we wanted to be creative.  We're working on 
creativity.  But Project Search is a full-year school program.  It's about 12 students.  There are teachers 
there.  There are job coaches there.  They're usually in their final year of high school.  The students 
rotate all through the environment of the employer.  A lot of these employers are high schools.  But in 
Harrisburg, we do have the kids going to the county building. 
 
>> No.  That's the adults.  Project Search for students is at Hershey Medical Center.  And then Lebanon is 
with the VA Center. 
 
>> VA Center and Hershey Med Center in this area.  So if you're from Harrisburg, that's Cat.  She works 
for the OVR Harrisburg District Office.  And she's a counselor there.  The goal is competitive integrated 
employment, when it's all done.  Most of our kids do get work when it's all done, either at the employer 
site or somewhere else after they've developed all these skills.  A typical Project Search daily schedule, 
and this slide is in your PowerPoint, they get there at about, this is just an example, they get there at 10 
of 8.  They do their employability skills curriculum at 8.  At 9 o'clock, they go out and do their 
internships.  They go to lunch at 11:30.  At 12 o'clock, their internships continue.  They return to the 



classroom at 2.  They do their journaling.  They do their classroom stuff.  And then they adjourn for the 
day.  Yes?  This is expansive.  Here's all the Project Search sites all across the country.  Cat mentioned 
two of them in the Harrisburg area.  If you look down here, we have the Lebanon VA and the Hershey 
Med Center.  And in York, we're at Lancaster General Hospital and WellSpan Health System in those two 
locations.  So we have Project Search sites all over the state right now, getting kids out in the community 
during the school day.  Chester County not up there?  Okay.  Thanks.  I wouldn't want to leave you out.  
I'll have to add you.  Norristown District Office, right?  Okay.  All right.  I also want to tell you, now we're 
moving into something different.  So that was just an example of how employers are ready to accept 
students with disabilities, people with disabilities, employees with disabilities.  What I want to talk to 
you now is some of the more innovative things that OVR is doing to help get kids ready in the summer, 
when you guys are out at the beach, enjoying those photos that I saw back here, somebody looking at 
the beach.  And you're all thinking, "I wonder if she saw mine."  So here's what we're doing.  You're 
going to see more and more of this stuff from OVR.  I'm only giving you two examples.  The first example 
is the Bureau of Blindness and Visual Services Summer Academy at Penn State.  This is a 3-week program 
on site, residential.  And the kids are all college-bound.  And so the college-bound kids learn how to use 
canes.  They learn how to get to the cafeteria.  They learn how to live with a roommate, etc.  All of the 
information on the Summer Academy are on your slides.  And I won't get into the details, but they all 
have a roommate.  And, yes, the parents have to drop them off and leave.  This is a very difficult day.  
Very difficult day.  And atta-boy to those parents who walk away and leave their kids up at state college 
for 3 weeks, when many of them have never, ever left their homes alone before.   And we have the 
privilege of having that confidence level from parents in OVR.  So I wanted to show you some of the 
pictures.  They do some cooking.  They get around campus.  I don't know if you're familiar with the 
campus.  But that's right there on campus.  That's them learning how to cross the streets.  And this is 
them on the high ropes course, which is right near Penn State.  They're all blind and visually impaired.  
The other thing that I'm going to talk about very briefly, we tried to mirror that program.  We had a 
program this summer for the first time.  It's the Early Reach Academy at Penn State Harrisburg.  We are 
going to do this a little different moving into the future because of all the lessons we learned while we 
spent 2 weeks with students with learning disabilities and autism.  Right, ladies?  So we have to tweak it 
a bit.  It was very interesting.  Some late nights, for me.  I did a lot of sleepovers.  It was amazing.  It was 
a highlight of my career.  And I never want to do it again.  I'm kidding.  Maybe not.  We had a STEM day, 
where we had, oh, who was that?  North Museum came in.  I didn't want to miss that.  North Museum 
came in and did amazing things with the kids.  Again, most of the kids had autism, and they had learning 
disabilities.  We also had them build Lego robots.  And I want you to remember this slide.  We made 
them do Lego robots for a reason because this afternoon, you're going to find out that SAP uses robots 
as part of their interview process.  And why are Lego robots important?  For kids with disabilities, Lego 
robots are important because they have to work as a group.  They have to build the robot.  They have to 
be creative.  And they have to come out with a product.  And we told them it has to move.  And we 
didn't even teach them how to program it.  And you should have seen what these kids did.  It was 
amazing.  So they built robots with Legos.  You can buy them online.  It's not a secret.  We also had a 
disability panel of people with disabilities come and talk to them about what life is like as a person with 
a disability and all the resources and all of the pitfalls you'll encounter.  So it was very real.  And they all 
audited a class at Penn State, a 3-hour class.  Penn State was wonderful.  A lot of the kids didn't want to 
leave the class.  They had so much fun in these classes.  They went to labs.  They made things.  They did 
things.  Penn State did an awesome job.  So kudos to them.  Again, this program is going to be adapted 
next year and into the future.  We're not sure exactly what it's going to look like because some of the 
things that we did we learned so much from, what to do again and what not to do again.  But let's talk 
about the transition realities.  Now that I talked to you about all the good stuff, I want to talk to you 
about all the reasons why some of you are sitting there going, "Yeah, OVR, great.  You do all this stuff, 



and I never see you.  You're never in my classroom.  I call you, and you don't come."  So I want to talk to 
you a little bit about the cold, hard OVR facts.  I'm just being real.  So here's the question I hear from all 
of you.  Where's OVR during the transition years and the transition process?  Have you ever said that?  
Where's OVR?  I've heard it.  People say it all the time in education.  So yeah, yeah, yeah.  I get out of the 
classroom for a day.  I meet Michelle.  She tells me all this wonderful thing.  And I invite the OVR 
counselor, and they don't come.  Well, I'll tell you why they don't come a lot of times is their situation, 
our situation and your situation, it's almost set up to fail, if we do it that way.  So if you invite a OVR 
counselor to every IEP meeting in the state of Pennsylvania, we can't come.  The numbers don't work 
out.  And I'll show you why.  So you're all saying, "Where's OVR during the transition years and the 
transition process?"  Here's the numbers.  If you go on PennData, this isn't a secret, I didn't have a direct 
red phone to Pat Hozella, I got these online, you can get them too.  Your kids, just kids with IEPs, I could 
not get data on the 504 kids.  I could not get data on the other kids, which should be in green up there.  
You know your kids, the throwaways?  The ones, you know who I mean?  The kids with mental health 
disabilities, the kids with drug and alcohol addictions and the kids that left, just walked away and said, "I 
can't do school."  And again, that's not a criticism of you.  It's just a bad match for what they're going 
through.  So I could not get numbers on all of those other kids.  The kids in green can come to OVR.  The 
kids that should be in red can come to OVR.  FYI, some people don't know that.  I talk to people all the 
time, and they go, "Wait.  He's got a 504 plan.  I don't refer him to OVR."  Yes, you do.  They have a 
disability.  They need accommodations.  They can come to OVR.  Kids with mental health disabilities, 
nothing gets more real than that.  I want them now because later they're going to have a dual diagnosis 
at 35 years old, and they're going to come to us anyway because they're going to start self-medicating 
because they quit school.  And now I have a mental health problem and a drug addiction.  And now it's 
really hard.  So get them to us.  So 14-year-olds, just IEP kids, 23,000 in Pennsylvania.  15-year-olds, 
23,000 in Pennsylvania.  16-year-olds, 22,000 in Pennsylvania.  17-year-olds with an IEP, about 21,000.  
18-year-olds, it drops significantly.  You know why? 
 
>> They drop out. 
 
>> No.  They graduate.  But I hope it's not them dropping out.  They graduate here or they don't.  But 
that's why you see a significant difference.  But I'd still give you a paperweight if I had them.  18-year-
olds drop down to about 12,000 in Pennsylvania with IEP meetings 'cause many of them have 
graduated.  And then you see a drop-off between 19 and 21 'cause some kids exercise their right to stay 
till 21.  Now in the past, OVR would say, "I can't come during these years because you have them.  And 
you're helping them.  I got to worry about ..." You see where the line starts?  All those kids have to come 
to us.  And they don't have you.  So what we've done all these years is we've prioritized those who have 
graduated for working with OVR for numerical reasons.  Do you get that?  Does that make sense?  It's 
not 'cause we didn't like you or we didn't want to come.  It's just simply the numbers.  And not only do 
we have all these kids to develop cases on, everybody with a disability of working age in Pennsylvania 
can come to OVR.  So we're not just working in the school system.  This all adds up to 104,000 kids 
between 14 and 21 with IEPs in Pennsylvania.  We have 430 ... Cat, raise your hand.  430 of her.  That's 
why they're not coming.  It's impossible to get there.  So if you have one and they come, chain them to 
your door so that they don't get distracted because they've been able to make you a priority.  Don't let 
them go.  But a lot of people, depending on how far they have to drive, where your school district is, 
what their territory is, how many cases they have, how many vacancies are in the office, we run about 
30 to 80 VR counselor vacancies a year because of the movement of staff in and out of OVR.  So we're 
always running with vacancies too.  So any questions about those numbers?  'Cause I know you're not 
numbers-people, all of you.  You're people-people.  So that's why this is hard.  So we had to fix this in 
OVR.  So I have a solution.  And they're right here.  Just so you know, 104,000 students between 14 and 



21, 104,000 students is more than we serve in a year of people in OVR.  Approximately 70,000 people 
are on our case loads in a year.  That's more than our entire case load of all people of working age with 
disabilities.  It's crazy out there.  So we figured out, here's what's happening.  We don't have the 
resources to go to all these IEP meetings and work with you for all the students aged 14 and up.  We 
know that.  These are OVR transition realities that we're fully aware of.  We also know that students in 
transition, 14 to 16 years old, don't know what they want to be when they grow up.  Did you?  They 
don't know what they want to be when they grow up.  So a counselor sits down with them and says ... 
What's your name? 
 
>> Tanya. 
 
>> Tanya, I have a plan here.  I have to put a vocational goal at the top.  What's that going to be? 
 
>> I don't know. 
 
>> A lot of times, they say astronaut.  They don't even say I don't know.  And we sit there and ... They're 
not ready. 
 
>> Professional football player. 
 
>> Professional ... 
 
>> Professional football player.  Oh, I got a ... 
 
>> We hear that a lot. 
 
>> I got an ad for that.  Professional football player.  I want to do that, too.  I want to be a professional 
football player.  I really do.  I want to score a touchdown 'cause it looks really cool when that happens.  
Don't you think?  I want to do that.  I want to run into the end zone, put my hands up and catch that ball 
and have everyone come around me.  That looks really cool.  Do you think that's going to happen for 
me?  Break it to me now.  I'm not a young woman.  But I think in my 20s, I might have done it.  Anyway.  
So really sitting down with these kids at 14 with a VR counselor who needs to right up a plan for 
employment to become an astronaut is really hard.  They're not ready.  They haven't worked at Wendy's 
yet.  They don't know what that's like.  And they want to be an astronaut.  You see?  You see the 
disconnect?  And now when students come to OVR at 17, you know what?  They're not ready to benefit 
from our services because they haven't been getting the OVR influence between 14 to 16.  So the OVR 
influence is missing.  They come to us.  And I don't know if you've ever seen this happen, but sometimes 
they don't shower daily.  We're still working on that at 16 and 17.  Yes, yes, yes, yes.  So these are OVR's 
transition realities.  And let me just show you a picture of one of the students I'm talking about.  And 
one of the school districts where this student goes is here today.  So I have credibility.  This student goes 
to a school district in the room, present.  I will not divulge.  Maybe I will later.  Do you know this 
student?  He was at an interview.  He was at an interview.  He didn't want his picture taken.  Cute, 
though.  Cute.  He had a sense of humor.  But you see what I'm saying here?  They're not really ready.  
He was in the employer building, I believe.  And that's kind of what he did.  So that's where we are.  So 
what did OVR decide to do?  We decided to develop an Early Reach initiative.  Raise your hand, our two 
Early Reach coordinators.  To reach down to 14 to 16-year-olds and do group services about 
independent living, self-advocacy, how to shower every day and don't go to an interview with your coat 
over your head.  And so we developed this initiative because counselors couldn't get there to see you.  



So now we have at least some way to work with groups rather than individuals sitting one-on-one 
talking with 14-year-olds about being an NFL player.  So these Early Reach coordinators, you see the 
slide, I don't have to go over this.  And just for those of you that are clock-watchers, we're going to lunch 
in a half-hour.  So hang in there with me.  Okay?  12:15, we're breaking for lunch.  I promise.  So all of 
the things that the OVR coordinators do are on this slide.  They do presentations like this to you, to 
professionals, to students.  They do consultative services.  They can help you.  What do I do with this 
student?  What kind of ideas do you have?  What kind of employers might be out there?  They do 
education with students and you on the benefits of early career planning.  And now, with our new law, 
they're doing something very new called pre-employment transition services, which we'll talk more 
about in a minute.  They also can do individual services with your students.  So the Early Reach 
coordinators now can come out and help fill out an OVR application with the student and family while 
Cat is working with her case load.  They can come out and work with individual families.  We had people 
get scholarships to the transition conference because an Early Reach coordinator facilitated that.  And 
what we want the Early Reach coordinators to do is help you develop, what's that checklist of things 
that the student needs to facilitate the application of OVR?  So you don't keep getting that, "We need 
this.  We need this.  Now I need an ID.  Do they have an ID?  I need their medical documentation.  I need 
..."  What do you call that thing?  The current levels?  Present levels.  We want that.  All right.  I'm going 
to skip the Vanda Pharmaceutical, unless you're all like, "Please, can I see it?"  No.  Okay.  You want to 
go to lunch.  So here's just some pictures of our Early Reach coordinators out and about.  I don't have a 
lot of pictures of our Early Reach coordinators in classrooms.  You probably know why.  Why?  'Cause of 
pictures of kids who wouldn't want them up here.  So most of what you see here are just Early Reach 
coordinators in general.  These are two of our Early Reach coordinators and a supervisor at the 
Statewide Adoption Network.  They went there and presented.  You know why?  A lot of kids involved 
with foster care and adoption have disabilities.  They have trauma.  They have mental health situations.  
Many of them are appropriate for referral to OVR.  And we also interact with employers at the Early 
Reach coordinator level.  And as you can see from this picture, it takes a village sometimes of people to 
get out there and market all this stuff.  All right.  So we're going to understand OVR now.  Right?  When 
you leave here, you're going to know everything there possibly is to know about OVR.  Are you with me?  
You ready?  If you're really good, we'll do another video.  I promise.  Okay?  All right.  Let's get through 
this.  There's only two history slides.  But OVR goes back to World War I.  Maybe you don't know that.  
It's not new.  But the Public Rehabilitation Program started with the Soldiers' Rehabilitation Act of 1918.  
And it was a new concept that, when people came back from the war, and they had significant injuries 
and couldn't go back to work, instead of just giving them a stipend to live, they provided training to 
those soldiers that came back to retrain them for a new job that would accommodate their disability.  So 
that was about 100 years ago.  And our law was just reauthorized.  So you're looking at a law that's been 
around about 100 years.  And it has evolved since 1918.  The new law is called the Workforce Innovation 
and Opportunity Act.  It was reauthorized in July 2014 while I was at the transition conference.  I just 
thought that was interesting.  It authorizes us till the year 2020.  Now, this is what's important to all of 
you, and it's hard to figure all this new stuff out.  I get that 'cause, literally, we're still figuring it out.  The 
new law is very hard to implement because the language in it is very loose.  It's not real specific.  So 
we're still working through some of these things.  What I have up here are the specifics.  But have you 
ever seen a law that it's real nice in theory and then, in practice, the devil's in the details?  I think you 
might be experiencing that with a different law sometimes.  So this is what we're running into is the 
implementation of it is really where the devil is.  But here is what the Congressional intent and what the 
law says.  OVR state vocational rehabilitation agencies that started in 1918, now, we must provide pre-
employment transition services to all students with disabilities.  Think about the numbers.  We also have 
to reserve 15 percent of our budget for this purpose, for providing pre-employment transition services 
to students with disabilities, to help them go from secondary school to post-secondary education or 



competitive integrated employment.  Very important language.  Competitive integrated employment.  
Think of what that means.  And also we can prioritize serving students with disabilities, if we so desire, 
at the state level.  This never existed before.  So the 15 percent of our budget never was a mandate 
before for OVR.  And that's why you're going to see more and more OVR people and more and more 
capacity to work with you.  What are these pre-employment transition services?  This slide's really 
important because these are the five mandated, clear as ... 
 
>> Mud. 
 
>> No.  No, these are clear. 
 
>> Okay. 
 
>> Pick a different one.  Not mud.  Clear as ... 
 
>> Water? 
 
>> Glass. 
 
>> Clear as glass.  Clear as glass.  These are all really clear ones.  We have to do these five things.  Job 
exploration counseling, facilitate work-based learning experiences.  We have to counsel on 
opportunities for enrollment and comprehensive transition or post-secondary education program.  
Workplace readiness training and instruction in self-advocacy, which may include peer mentoring and 
independent living skills. We must do these things. And we must also have 15 percent of our budget 
attached to things like this, which I will show you. Beyond this, the 15 percent of the budget can also pay 
for four coordination activities. You're gonna love number one. Number one is you. It's got your picture 
next to it. No, not really. It's okay. You don't have to look up if you're texting. Attend IEP meetings for 
students with disabilities when invited. That is an expectation of our new law. Work with our local 
workforce development boards. Work with schools to coordinate pre-employment transition services 
and attend person-centered planning. Looks like a big job, doesn't it? And there's still another slide. So 
we have to do the five clear-as-glass activities. Then, there's four coordination activities. And there's 
nine authorized activities, one of which we're doing today, which is getting together with people from 
education and talking about creative thinking, creative planning, things that we wanna do together. And 
so disseminating information about innovative and effective approaches, this is today. And coordinating 
activities with transition services provided by LEAs, we're doing that today. But you also see that locally. 
So there's five absolutely must-dos. There's four authorized. And there's nine ... I'm sorry, four 
coordination and nine authorized. So we have to do all these things in the new law. We have no 
additional staff. We have no additional funding. So we have to do all this. So we're really happy that we 
have some Early Reach Coordinators in the queue here already ready to go because we did that 3 years 
ago. So we actually have a little bit of a jump on this. And we also have a lot of our VR counselors kind of 
focusing more of the transition age groups. So we're kinda realigning our staff a little bit because of all 
this. We also have section 5/11 in the law. And you guys need to pay attention to this one. This one 
establishes two new requirements. And this is not a training on 5/11. I am going to get this slide up as 
fast as my little fingers can carry me because we could do all day on 5/11. Section 5/11 says that there's 
two new requirements that must be met in order for a worker with a disability to be paid at 
subminimum wage. Where do they get paid subminimum wage? Anybody know? 
 
>> Sheltered workshops.  



 
>> Sheltered workshops, okay? Bread and butter for them is you, sheltered workshops. You refer people 
to sheltered workshops. That's not a criticism of anybody. That's what we do. We get people jobs. And 
we get people busy. A body in motion stays in motion.  I'm all for that. But what we gotta thinkin' about 
is who's benefiting from that subminimum wage? Why aren't they getting paid minimum wage? So if 
those sheltered workshops are getting contracts for something, they're underbidding the contracts and 
paying people less money. So the idea here is not to close down workshops but to just pay people with 
disabilities a fair wage and have them integrated with other people with disabilities. So number one, if 
they're 24 or younger, they cannot be referred to subminimum wage without transition services, 
vocational rehabilitation and career counseling services. They have to do that first. We have to prove 
that they can't work at a competitive, entry-level wage. And, once they're there in subminimum wage, 
OVR has to provide career counseling on a yearly basis for the rest of their life to make sure that they 
belong there.  OVR has to do that. We have no additional staff, no additional money. So it's another 
mandate. So you'll see people in this arena more and more. I'm going to get the slide off now. I saw 
some of you taking pictures. This is not in your PowerPoint because it's so new. This was just effective 
this summer. It wasn't effective with the passage of the law. It just became ... Do you have it? 
 
>> Yes.  
 
>> Mm-hmm.  
 
>> Yes.  
 
>> Okay. How did that happen? 
 
>> How did that happen? 
 
>> How'd that happen? Okay. I took these words off the labor and wage website. So they're not my 
words. Everyone that's a workshop got a letter talking about this because the federal level wage, hourly 
wage, they're the ones policing this. So you can get in big trouble if you're a workshop and you're paying 
people subminimum wage without doing the OVR referral and the transition services ahead of time. 
Okay. It's gone, now. Also in Pennsylvania, and this did give us additional money, in Pennsylvania ... This 
is not WIOA. This is in Pennsylvania in May of 2016 where there's a new law that passed called "House 
Bill 400." It's actually called Public Lot 216. And it mandates OVR to do the following, provide 
information and ensure that job skills training is included in IEPs and, when possible, attend IEP 
meetings when invited. How many when do we need? But there's two of 'em. So when possible and 
when invited means I don't know. But that's what we're doin'. Arrange for workplace learning 
experiences in integrated setting, provide guidance on job coaching services. Provide guidance on 
opportunities. You saw this in WIOA for enrollment and post-secondary training, publish data related to 
the act and publish data on the implementation of the act. In the end of the law, it states, "This act does 
not reduce the obligation under IDEA for LEAs to provide or pay for transition services related to special 
education or related services necessary for a free and appropriate special education, clear as ... 
 
>> Mud.  
 
>> Mud. I'm moving on, now. All right, so 15 minutes, I'm gonna explain now the OVR service delivery 
process. And when I'm done, you're gonna know everything there is to know about OVR. You refer 
somebody. They fill out an application. It's a linear process. Look. It has a beginning, a middle and an 



end. It's not lifelong. It's really important to see this. Then, we do a plan just like you guys do. You guys 
do an IEP. The government has ... 
 
>> An IEP? 
 
>> You guys do an IEP, the federal government has a sense a humor because we have to do an IPE. So if 
you're dyslexic, I'm sorry. And I just did it. You have to do an IEP. We have to do an individual plan for 
employment. It's call an IPE. Imagine if you're us. It's hard. It's hard to remember all that. It's hard. It's 
hard to remember all that. We have to, just like you. Then, we provide services in this diamond. And 
once you're past eligibility, and you have a plan, everything opens up, all the OVR services. So you can 
stay in the diamond for a year, a month, 5 years, depends on what you need. So everything's individually 
based in the diamond. After that, you find employment. That's the end game of OVR. So if you're not 
gonna go to work, you don't get in the diamond. You don't get anyway. You have to go to work. That's -- 
that's the idea. And then, we close them, closed. they move on to success lives. They can come back to 
us at any time in the future, beginning, middle and end. People with disabilities that come from your 
system have trouble with the beginning-middle-and-end thing 'cause they think it's gonna be like, "OVR 
for life." But that's not how it works. So here's where those frontline staff fit in. You're gonna see the 
Blindness and Visual Services social workers from birth to 14 before referral. Okay? You're gonna see 
early-reach coordinators between 14 and, say, 17, before referral. And you're gonna see pre-
employment transition services to groups of students before referral. That includes work-based learning 
experiences. In the beginning, middle and end on this continuum is where you see the VR counselors, 
that's where they are, at application, at developing a plan, determining eligibility. And everything is 
individually based from this blue line over. And you're also gonna see your rehabilitation reaches and 
your orientation and mobility staff from Blindness and Visual Services in the service provision linear 
structure. And then towards the end here, at the employment stage, you're gonna our business services 
staff coordinating things  with employers. So who can make a referral to OVR? Anyone. Anyone. And we 
have all kinds of different examples here, teachers, parents, the person themselfes, an institution of 
higher learning, the employer, friends, nurses doctors, business and community agencies. Anyone can 
make a referral to OVR. So what happens when you refer that student to Kat, the VR counselor? Well, 
before you get to Kat, you might be interacting with a Bureau of Blindness and Visual Services social 
worker. You might be working with an Early Reach Coordinator. And you might be working with OVR on 
pre-employment transition services. Individualized casework with the VR counselor has not started yet. 
But you think you're workin' with OVR, and guess what? Your students does have a case. They're don't 
have a case yet. They weren't referred yet. This is really confusing, I understand. But when you're here, 
all these things, you don't have a case. You have to open a case. You have to fill out an application. You 
have to be determined eligible. So you make a referral for case services. So I don't care that you're 
workin' with all these people. The person has to still get a case. And we don't do that til later, 2 years 
before graduation, not at 14, unless that's 2 years before graduation. So you complete the application. 
So of our Early Reach Coordinators are working on facilitating that. Some of our VR counselors like to do 
that themselves. But you have to fill out an OVR application. So if somebody says, "Oh, I've been workin' 
with an Early Reach Coordinator. I'm hooked up with OVR." Did you fill out an application? 'Cause if you 
didn't, you're not. Early Reach Coordinators, remember, they don't have a caseload. They don't provide 
services. They do group stuff. They're out there with all of you. So in order to get individualized services, 
you have to fill out an application. You usually have an application interview with your VR counselor. You 
get an evaluation and assessment. We gather medical information. We do testing. And then, we 
determine if you're eligible. And then, we write an individualized plan for employment. That is not called 
an IEP. It's called an IPE. And then, you go in the diamond of services after you have your plan. And you 
can get college-level training if your family is financially eligible. You can get a hearing aid. You can get a 



wheel chair. You can get counseling and guidance from a VR counselor to help you figure out what you 
wanna do with your life. You can go to the Hiram G. Andrews Center. It's all needs-based on the financial 
income of the person or the family. But lots of our services are paid. After that, you're determined ready 
for employment. You are employed, 90 days of employment. Your case is closed. That's OVR on a slide. 
A question up here? 
 
>> Can they go back and get ... 
 
>> Can they go back? Yes. You can go back anytime. So you go out. You work for a while. You work for a 
year or two. You're starting to fail. We see this all the time, especially if they switch jobs. We have 
everything all ready. They learn their job. Everything's happy. That job goes away at that employer. And 
they're trying to learn a new job at that employer. And because they don't have the job coach, or all the 
support structure's gone, they come back to us 'cause they need it. So you can come back anytime. Yes?  
 
>> If you exhaust your 90 days of the WB, can you go back and do another 90 days, let's say, more 
successful in that first 90? 
 
>> Okay. Work-based learning experiences are for students to try out work. That's not the end. I'm sorry 
if I did not explain that. A work-based learning experience for one of your students can happen here or 
can happen here. It depends. And it depends because we have contracts out there right now with 
providers that can do ... Because work-based learning experiences are one of the five required things, 
we have providers that can do it out here before a case is opened. And we also have kids who have open 
cases and have done work-based learning experiences. But they're always intended to not necessarily be 
permanent. It's something to learn how to work, like going to Wendy's. It's not supposed to be the end 
game. But it might be. All right? Yes?  
 
>> Are WBLEs also limited to one per school year? 
 
>> We're not gonna get into that right now. But I don't wanna get in the weeds. I really don't. See your 
OVR district office for all of those things 'cause I'd rather not ... 'Cause if we do that today, you won't be 
able to eat 'cause it's 5 after 12. So I put all the eligibility criteria on the slide. I'm not gonna go into that 
now. I put all the OVR services on the slide that you can get when your kids are in the diamond, and 
they've been determined eligible. I put all kinds of pictures of things that we do. We buy hearing aids. I 
already talked about a lot of this. The smartpens, wonderful, wonderful for your kids, so many kids 
benefit from smartphones, the smartpens. We served ... I told you this already. Every year, about 70,000 
people are served by OVR. In 2015, we put 8,800 people to work. With a net public savings from the 
taxes collected and reduced public support, we saved $54 million to the taxpayers. So moving forward, 
what does this all look like? We talked a lot about this already. But what I want you to know is exposure 
is so important for our kids, exposing them to work, exposing them to career counseling, career 
awareness, independent living skills because, without exposure, you get no interest in working, 
especially if some of their parents are not able to work. An interest in employment leads to motivation 
to go to work. And motivation leads to action. And we have a lot of people that will look at a person 
with a disability and say, "They're not motivated to work." That's because they never had the exposure, 
which did not develop any interest. So we see this all the time. So we have to get them exposed to 
career counseling, career things, earlier. So you're gonna see more collaborations from OVR's 
perspective with schools. This is Washington High School. This is a program with an employer there. And 
I'm just showin' you pictures. You're gonna see lots more interactions between OVR and universities to 
develop programs, especially for high-functioning students who need support. And I put down some of 



our initiatives. The DREAM Partnership is a link. You can go to that one for individuals with intellectual 
disabilities. I'll get to you. And then, there's also a patent training on special ... The state system of 
higher education has four new initiatives for students on the autism spectrum. So if you click on this link, 
they're at the end of October to talk all about Kutztown and some of the other programs. There's one at 
Edinboro. And I'm forgetting the other two. But go to that link. And then, there's all kinds of other links 
online. You can Google search it, all kinds of university programs for students with disabilities at 
universities. You had a question. 
 
>> How does MA play into this? Do they have to have medical assistance early? Does that benefit them 
to have medical assistance before they start the process? 
 
>> Yeah.  
 
>> Does it matter ... 
 
>> Yes.  
 
>> Um, just in case ... 
 
>> Do they need to have it? 
 
>> We don't require medical assistance to come to OVR. But ... 
 
>> Them ...  
 
>> Having it ... 
 
>> Having it ... 
 
>> Yes, it's a good ... If they're eligible, yeah, definitely. Get that started.  
 
>> Not a requirement? 
 
>> It's not a requirement to have medical assistance to come to OVR.  
 
>> It's Indiana and West Chester, just ... 
 
>> Indiana, West Chester, Edinboro and Kutztown. Now, what I'm gonna do, finally, is give you an 
example of a work-based learning experience right in this area. This is a partnership between the OVR 
York district office, the Manheim Central school district. And Fenner Drives is the employer. There's six 
students from Manheim Central. They're going to work in a variety of areas in the Fenner Drives 
manufacturing facilities. A few of the students did, this year, have an opportunity to work there during 
the summer. And I know you have questions. And I'm gonna show you some of the details of this project 
'cause this is important. It uses a combination of the on-the-job training, where we offset the wages, 
and job coaching. Remember, I talked about we don't usually combine them? Well, we are for this work-
based learning. Fenner Drives is a manufacturer. They sell an extensive range of customized solutions for 
power transmissions, motor transfer and conveying applications. And I know you don't know what that 
means. But it doesn't matter. If you wanna go to the Fenner Drives website, and you have an interest in 



what they do, I put the link on that slide. The students work at Fenner Drives during the school day. 
They're transported to Fenner Drives by Manheim. Here's students working there on the belts. We 
provide reimbursement of the wages, a job coach. There's only one job coach through the IU13. And 
OVR purchased steel-toed shoes for the students who all are OVR customers at this point. And there's 
another picture of one of the students there. And there's a picture of their 3D printer just because I 
thought that was cool. And now, I'm gonna show you the video. And then, I'm gonna show you 
something even cooler in this room.  
 
[VIDEO START]  
 
>> We had a very exciting partnership with Fenner Drives here at Manheim Central. We're very excited 
about this opportunity. I think back to how this started, how this all started. And I was contacted via e-
mail from a very excited individual at OVR. And she was just overworked with excitement about this 
local business in our backyard that wanted to reach out and give back to the community in a way of 
offering students with disabilities actual employment.  
 
>> We have six students from Manheim Central working in various roles within the organization, from 
manufacturing to marketing. We've identified opportunities to expose these students to many facets of 
the Fenner Drives organization, giving them hands-on experience that will help them as they graduate 
and determine what career path they would like to pursue.  
 
>> We pinpointed six students, some from our school-to-work program, some from our life-skills-
support classroom. And we worked on getting them prepared for this opportunity.  
 
>> We're excited about the partnership with Fenner Drives because they have a world-wide reputation, 
working with Fenner Drives. I'm excited about our kids being able to be a part of this. We at Manheim 
Central have our mission statement. It is preparing responsible citizens who are lifelong learners. This 
fits in exactly with that.  
 
>> OVR kept all  the departments involved. When we begin to think about the partners, that included 
the intermediate unit [INAUDIBLE] and IU13 for the job coaching that Manheim Central school district, 
Fenner Drives and people share. So it's a lot of folks at the table to make this all work. But keeping in 
touch, having multiple meetings and then, being able to chart out the things that are needed, almost in 
a project-management style is what we had our business service representative do.  
 
>> Fenner Drives had a need to hire in our manufacturing department. And this program offered a 
unique way to meet those needs.  
 
>> So they were required, as the employees at Fenner Drives, to wear streel-toed shoes. So OVR had 
agreed to help us with that venture also, as they can be quite expensive. So we went to a local shoe 
store. And students were fitted for their steel-toed shoes. And they actually went to the orientation 
then and were prepared for this program, this next step for them. Our transportation guru here has 
been great to work with. We immediately set up transportation through the district for students to 
arrive at work and come back to school after work. They work every Tuesday and Thursday from 9 to 12. 
And so we transport them to and from work.  
 
>> The OJT is very unique, as well as the job coaching because it's the first time that we have done 
anything like this, of combining both of those services together for the benefit of our students.  



 
>> We actually have ... All evaluations are based on IEP goals. The students actually choose things from 
the list that they have in the classroom in their binders. And the job trainer starts out by evaluating 
them on prompting. And then, we'll switch over to another evaluation that the employer filled out that 
had 14 different areas that the students were graded on or rated on, whichever way. And at the end, 
the students ended up having an overall grade that went into their grade book, which also corresponds 
to the IEP goals that students are working on. So they start with something in the classroom. They apply 
it in the community at their job. And then, it also becomes part of their grade at the end of the year.  
 
>> My job at Fenner Drives is I go in. And I do belts. And I make belts.  
 
>> But when I started out there, the department I first worked with was the shipping department. And I 
helped make boxes for my supervisor, Tyler. And then, after I understood the boxing better, then I went 
on to working with metal assembly parts. This is my uniform that I wear to Fenner every time I go there 
because it's what you're required to wear so they know you're an employee. And also, I wear a belt to 
look professional.  
 
>> When you think about transition, the best model is to have the student to do what they're going to 
be doing their last year of high school and their first year out of high school. So if we can mirror that, 
that's the best type of transition program. So what better way to give a real-life work experience and to 
make it real, have the students work and earn a paycheck, see what it feels like to earn that check and 
then, also, how to budget.  
 
>> When I first got there, it was scary the first time because I didn't know what I was doing. But when 
you get the hang of it, then you just start to ease into it.  
 
>> There's things that we take for granted as adults that my students really didn't have the skills for but, 
now, are able to apply, with practice in the classroom, actually on the job.  
 
>> You get to learn things that you've never learned before.  
 
>> The students have really gained from this experience.  
 
>> The one thing I learned is you have to work as a team.  
 
>> And I think the self-esteem that they have received from this opportunity has really made a 
difference. It truly goes beyond the paycheck.  
 
>> I am extremely glad that I work at Fenner Drives.  
 
>> I work at Fenner Drives. And I enjoy working there.  
 
[VIDEO END]  
 
>> And the really cool thing is when I was here today, I saw walk in the back of the room the star of that 
video, Traci Stauffer. Stand up, Traci. Isn't that cool? She's here. And you have people with you? 
 
>> Yes, I do, my special ed consultant, Jed, and my transition coordinator.  



 
>> So if you have any questions on Fenner Drives and the work-based learning experience, you have 
some professionals right here who can help you. But congratulations on such an innovative program. It 
was awesome. And so, moving forward, you're gonna see OVR have increased capacity to do all of these 
things. Now, I promised you the last video, right? And I know it's late. We're gonna do it really, really 
quick. It's a 30-second commercial. This is Duracell Batteries. But before I do it, I wanna tell you that 
Jonathan Pepper from that video, who's not here today, was hired full-time at Fenner Drives for this fall 
after his summer experience continued. So if you remember Jonathan from the video, this is a newsflash 
that he was just hired full-time at Fenner Drives. And now, I want you, for the final video ... This is the 
final slide. I want you to think about what would you tell this young man about his career goal if you 
were at his IEP meeting? And it's something we already talked about.  
 
[VIDEO START]  
 
>> They told me it couldn't be done, that I was a lost cause. I was picked on and picked last. Coaches 
didn't know how to talk to me. They gave up on me, told me I should just quit. They didn't call my name, 
told me it was over. But I've been deaf since I was 3. So I didn't listen.  
 
>> Derrick Coleman. 
 
>> There's a lot of fans in the NFL cheerin' me on. And I can hear them all.  
 
[VIDEO END]  
 
>> So and as much as we talked earlier about all the NFL players in our classrooms, be careful. Be 
careful. Derrick Coleman has the Super Bowl ring right now. So just be careful. So OVR's developing an 
increased ability to answer your question, "Where's OVR?" by being there. I'm going to be here all day.  
If you have questions, I know it's lunch time and Tonya has a few announcements.  I know our SAP 
colleagues are here and ready for the afternoon.  So we will see you back here at whatever time you 
decide.  
 
>> At 1:15 we will be starting.  José and Peg will be presenting at that time.  And I'm really excited to 
have them share what they're doing.   
 
>> Okay.  It is my pleasure to be able to [INAUDIBLE] from SAP.  We're really fortunate to have here.  
They do a lot of traveling especially [INAUDIBLE] is really wonderful.  So let's [INAUDIBLE].  Thank you.  
Thank you.   
 
>> You're welcome.  [INAUDIBLE] be here and for the wonderful work that you do.  We are on the other 
side of the, if you will, of the spectrum, catching people on the employment side.  So a lot of things that 
you guys do end up on our side.  So, again, thank you so much for doing what you do.  And thanks to the 
Department of Education for hosting us as well, today.  So my name is José Velasco.  And I am vice 
president of product management at SAP.  I work in an area that's called Products and Innovation, which 
is an area that is responsible for creating the products that we position with our customers.  Can I see a 
show of hands, see who knows about SAP? Okay.  Great.  Excellent.  We are a company that's been 
around for about 40 years.  We have approximately 310,000 customers in 190 countries.  We have 
80,000 employees.  And a fun fact about SAP is that about 75 percent of the world's gross domestic 
product touches one of our systems.  So our customers, for example, run 80 percent of the food supply 



chain in the world.  So we have a significant amount of responsibility in running those systems and 
running those companies and ensuring that we have all have what we need.  So with me is Peg 
Monaghan.  And Peg is doing a fellowship in my team.  She will introduce herself in a little bit more 
detail when her section comes up.  But I wanted to do today is share with you the Autism At Work 
program that we kicked off in 2013.  We haved divided the presentation in two areas.  The first one is 
gonna be what we are going to source to train to onboard and to retain employees in the autism 
spectrum, why we are doing this project, where we are implementing it, how many people we have, all 
the stats that you guys are interested in possibly knowing.  And then the second part of the presentation 
will be Peg's gonna be sharing the pilot program that we have right now in place in your town square to 
attract individuals at the high school level to spend some time with us on a monthly basis.  She will give 
you a very, very thorough rundown of that program that we are implementing on a pilot mode as we 
speak.  So one of the things that often comes up is, "What is autism?" right?  And I know many of you 
are aware of that.  The most economic description that we were able to find is this one: a 
developmental disorder that impairs the ability to communicate and interact.  And if we look at that 
definition we can tell you with a lot of certainty that there's gonna be some people, at least people that 
we have hired, who are in the autism spectrum that would be really good at interaction, would be really 
good at communication as well.  They are in the autism spectrum, they have other deficits that we are 
accommodating for.  But even at this level, we find that definition to be correct for some people and 
incorrect for some other ones, telling us that every individual on the autism spectrum is different.  The 
accepted incidence rate for autism is one in 42 boys and one in 189 girls.  The cost to the U.S., 
approximately $250 billion per year.  And it's expected to grow to about 1 trillion by 2030.  So it's a very 
significant number.  For families, there's a lifetime cost of about $1.4 million.  In some cases it's because 
of lost productivity, one of the parents having to stay at home was the case of our family.  
Unemployment: 85 percent of people diagnosed in the autism spectrum don't have a job or are 
underemployed even though about 50, 60 percent of those individuals have cognitive abilities that are 
average to above average.  About two or three years ago, I ran into an article in Forbes magazine 
indicating that there were 50,000 open science, technology, engineering and math jobs in the Silicon 
Valley, the San Francisco Bay area.  And that same talked about a similar number of jobs available in the 
New York metropolitan area, Washington DC area.  I live in Austin, Texas where we have ... One article 
recently, they're talking about 300,000 jobs not being filled.  On the other hand, we have stacks of 
résumés of people that are perfectly qualified who are on the autism spectrum, to fill those jobs.  But 
that may be in social services because they can get an opportunity in the labor market.  But what we're 
trying to do at SAP is create a bridge between those individuals and the labor market.  And that's we're 
going to be talking about in more detail today.  So as a result of this, SAP announced the SAP Autism At 
Work program in May of 2013 with the objective of having 1 percent of our worldwide employee 
population, back then 65,000 employees, represented by people in the autism spectrum.  That's about 
650 jobs.  And this is something that we did, again, not as a corporate social responsibility project or as a 
charity, we do it because there's a business case behind it, okay?  And we're going to go into some of 
the things that we are seeing from benefits perspective for our company in one of the next slides.  Of 
course, it allies with our vision to make the world run better and to improve people's lives.  So why do 
we want to hire people in the autism spectrum?  The first area is because we wanna track the best 
talent that we can.  We have a hypercompetitive area of industry, software development, so this -- not 
as many people, as you saw, there's shortages of people and that's why there's 50,000 job openings in 
various different locations.  We wanna bring a different perspective, also, to the creative process in our 
company.  Alan Kay, one of our great computer scientists said that a different perspective in problem 
solving is worth 80 IQ points.  And I think that holds true.  For us, bringing a different perspective is very, 
very important.  Keep in mind, we have 310,000 customers in 190 countries.  These customers are as 
diverse as you can imagine.  If we don't have that level of representation from that diversity in our own 



ranks, we're not gonna be able to create the products that customers are interested in buying from us.  
We want to tap into an underutilized source of talent.  Again, there's a significant amount of people out 
there that are unemployed who are on the autism spectrum.  I was talking to one university, and they 
told us they have 400 individuals that are registered who are in the autism spectrum.  That's one 
university.  Another one told us that they don't have a very mature way of attracting people so they can 
disclose.  They said they have 30 but they suspect to have anywhere from 300 and 400.  Another 
university told us, in a more precise way, we have 128 students who are on the autism spectrum.  These 
folks are going to make it into a labor market.  At some point they're gonna finish those studies.  And 
hopefully they will not be in the unemployment lines, right?  We wanna capture the special skills of 
people with autism.  Aside from being software developers or graphic designers or business analysts, 
supply-chain management experts, all the people in the spectrum bring a certain set of characteristics 
that are important for the business, attention to detail.  Some people have amazing memories, ability to 
detect patterns and systems in data.  Those are things and traits that we can use in business.  Retention 
is extremely important for us.  Because of that shortage of labor that we have in the software industry, 
it's extremely important to retain people.  Replacing an employee that is already productive in a 
software company can cost as much as 30 to 100 percent of the person leaving the position.  So if you 
pay someone $50,000 a year, it may cost you anywhere between 15,000 to $50,000 to replace that 
person.  Having to retrain that person, having to get them up to speed is gonna take a good year in 
many cases, dependent on the complexity of what they are doing.  It is extremely important for us to 
retain individuals.  For us this is wonderful because the colleagues that we are hiring who are on the 
autism spectrum, we have a fantastic retention rate that I'm gonna be talking about which is also, for us, 
very, very important from a business perspective.   So we created the program.  And we said, "Yes, we're 
gonna make this announcement of hiring 650 people on the autism spectrum."  But we didn't wanna do 
it right away, opening the flood gates and having a whole bunch of people at the company because we 
did not know, at the beginning, how to run this program right.  So we started with pilot programs in 
various locations worldwide.  We started with five locations around the world. And we brought in 
anywhere between five to 10 people in these different locations to learn about labor laws, to learn 
about community providers, to learn about partnerships that we could have with the local and state 
governments as well in various different locations.  The idea was for us to create, what we call, good 
enough basic practices that we could start learning from.  In 2016, we have expanded the program into 
more locations.  And now we are in the process of distilling all of the learnings that we have from these 
places around the world in creating two or three different models that we're gonna move forward with.  
The idea is that we start going from good practices to better practices.  We're not there yet.  I would say 
in the next couple of years ... But the idea is that, maybe by 2020, 2021 we will have the ability to 
onboard somebody in the autism spectrum in a not-very-different way than we would onboard anybody 
else at the company.  That is our objective.  We have, although, changed management, a lot of changes.  
Of course, 190 companies, 80,000 employees, so we have to change a lot of mind-sets in the 
organization.  And we see that going down over time.  As we start moving on with best practices, we're 
starting to share more with other companies that are interested in running programs like this.  So we 
have been approached right now by 60 companies, most of them Fortune 500 companies that are 
interested.  60 companies is a really, really solid number.  Some people have interests in getting started 
or learning a little bit about the program.  Some people are ready to start tomorrow.  We have at least 
six companies that are already implementing a program, a very modest program in some cases.  These 
are the locations where we're implementing the program around the world.  What you see here in 
green are the locations where we have very solid implementation and what you see in the orange, 
brownish color here are gonna be locations that we are expanding into in 2016 and 2017.  You'll see that 
a majority of the people that we have hired through the program ... We have, right now, 100 plus 
employees in the autism spectrum ... Are gonna be in North America, U.S. and Canada with the U.S. 



having about 40 percent of those folks in the autism spectrum.  We are expanding at the end of this 
year, actually in 2 weeks, we are kicking off the program in Buenos Aires, Argentina.  And we have 
another location that are expanding into here in the Americas towards the end of this year in São Paulo, 
Brazil.  So we're going very, very steadily.  The process that we have is we usually start with one location 
with three or four employees. And we start growing over time.  So I mentioned that attention to detail.  
When we kicked off our program, our idea was that we would hire people into software testing roles.  
Why?  Because of that attention to detail, ability to spot deviations in systems and data.  But very 
quickly the program grew in a very organic way.  We have individuals from different business units that 
were interested in participating, hiring someone in the spectrum.  But they as fine as an administration 
or a human resources and they don't do software testing.  So very quickly the roles started opening up.  
We have people that are working in human resources, in product management.  We have graphic 
designers, multimedia specialists, software testers, business analysts.  And on the upper, right-hand 
corner you'll see IT project manager.  To be a project manager, you need to be good at three or four 
things.  One is organize, one is prioritize, one is communicate.  Those are well-known deficits of people 
in the autism spectrum, executive function skills.  But we found a person, a young man who graduated 
cum laude with a degree in communications from his university.  He came to work for us and he's been 
doing a fabulous job in the IT project management space.  Some people ask if all these are all very high-
functioning, if you wanna call them that, jobs.  Keep in mind that many of the folks that are occupying 
these positions were not, when they were 7 or 8 or 9 years old where they are today. They work 
incredibly hard to be where they are today.  And maybe if you would've talked to their parents when 
they were 6 or 7 years old, they would have never thought that they would be working in a professional 
role like this.  So it's not that they were always this way.  They work extremely hard to be where they 
want to be.  We get the question often, also, "What happens with the other roles?" For example, 
somebody working in the kitchen, in the cafeteria, in security, perhaps, or facilities.  Most of those roles 
at SAP are filled by third-party companies.  And we are always happy to have a third-party company who 
will be interested in bringing in an employee in the autism spectrum to work at our facilities.  I believe 
that what you see here, these are positions that are not token positions.  They are real positions that are 
adding value to our business every single day.  They are indispensable positions. They are positions that 
are going to what we call our core business.  Our core business is to build software, right?  That's why 
we hire all of these different roles that you see here.  My hope is that other companies also bring people 
into roles in their core business.  If you are a bakery and you bake bread and your core is to bake bread, 
bring somebody that helps you bake the bread, right?  If you are gonna be doing some service to a 
customer base, bring them into that type of role.  Retail, supermarkets for example.  And I think that if 
everybody provides an opportunity to people that have skills for those positions, things are gonna be 
very, very different.  So for us, again, the project is not about charity.  It's about business 
transformation.  How do we transform our workplace?  How do we change our mind-sets?  So what I 
would like to do before I go to the next slide is show you a short video of some of the voices of some of 
our employees.  You're gonna see some people here represented that are the younger employees that 
we have onboard here at the company.   
 
[VIDEO START]  
 
>> Finding a job was very hard.    
 
>> Out of the 100 résumés I would send, I would only get one response back.  And when I did apply, they 
thanked me but afterwards I kind of discovered that because I was a bit monotone and stiff during the 
interview that they overlooked me.   
 



>> For me the job search was stressful and, in some cases, intimidating.   
 
>> I've applied for so many positions but I would rarely get a callback for an interview.   
 
>> One of our close friends of friends, they've seen a new story about SAP's Autism At Work initiative 
and called up my father and said, "You need to check this out."  So we watched the program together as 
a family.  And my father said to me, "I want you to apply for this." And I said, "Absolutely." 
 
>> One day on the news, I heard about SAP and how they're doing an Autism At Work program so 
naturally my dad encouraged me to browse their website, see what opportunities they may have.  
 
>> My dad showed me this article from The Economist magazine talking about this program in 
particular.  And I was really interested because SAP is an IT company.  And I'm of a technical background.  
So I thought this fit would be perfect for me.   
 
>> I work in HR.  I support the corporate functions team.   
 
>> I'm part of the advanced investigations team here at SAP.   
 
>> I am an IT product associate in the infrastructure services project management office.   
 
>> I am an intern at SAP's mission control center.  
 
>> SAP's program or any program is only as good as the people backing it.   
 
>> Ultimately, it's the people at SAP who want the program to succeed.  Everyone from upper 
management to the mentors to the job coaches.   
 
>> We've created a group here of people who genuinely care about these employees, who wanna get to 
know them, who wanna be their friend.   
 
>> Every time we bring a new person into the team, and we've had a lot of people join the team in the 
last year just because we've had a lot of growth of our team members, we really get that different 
perspective.  We all have our ways of processing.  And so as a manager, I'm always very cognizant 
around, some people process verbally, some kinetically, some they have to see written.  Some have to 
see it written really big.  We're able to kinda create that magic of all working together.   
 
>> What is here at SAP are people who work directly with the new employee in their teams.  So the 
buddy would be the person that a person can go to and say, "I don't know what to do," or "I have a 
question," and get them used to their new job, help them understand what the group does and how 
they do it.   
 
>> The mentor program is a team of people, everyone volunteers, who have come together to help 
employees who are on the autism spectrum socialize at SAP.  So we do that through relationship 
building, through monthly team lunches and also monthly team activities like bowling, pizza nights, 
movie nights, fun and games, things like that.   
 



>> So the job coach sorta acts as a connector of resources, finds moments for guidance and tries to 
really make a work transition as best as possible, not just for the individual but for the team.  It's often 
also coaching the team on how to adapt, not just to having a neurodiverse employee, but also how to 
adapt to multiple changing scenarios, different types of communication styles and really helping people 
become more direct, more clear communicators on both sides of the equation.   
 
>> SAP's Autism At Work program is successful at what it does.  It allows both the individuals working for 
SAP and the mentors to really to get to know one another.   
 
>> I think it's because the people, they look beyond the résumé and the interviewing skills. I think they 
really put a great deal of focus on the skills, the talent and abilities of people.   
 
>> It sticks to the standards of diversity and inclusion and that we can have the accepting of people 
despite their differences.   
 
>> And I also learned that they really do embrace diversity.  And they preach about building bridges, not 
just for people to be better workers but to be better people overall.   
 
>> If there's just one thing that I have to say, it's that I think a company like SAP, to give someone like 
me the chance to succeed, to be able to show that I can do, on a day to day basis, and be able to truly 
grow even better as a better ... With each and every day.   
 
>> I love the fact that we're [INAUDIBLE] leadership in this area but that we're also jumping in with both 
feet and we're actually learning as we go, but we're doing it.  Feels very proud to work at SAP.   
 
>> I work at SAP.   
 
>> I work at SAP.   
 
>> I work at SAP.   
 
>> I work with SAP.   
 
>> I work at SAP.   
 
[VIDEO END] 
 
>> Thank you, Betty.  So we shared a little bit of the stories behind some of the individuals that you saw.  
Not all of them are featured here on these slides.  But you saw Patrick.  Patrick is a young man that I was 
mentioning earlier, that he's a project manager.   He came after 3 years of unemployment, very 
frustrated, 50 plus interviews or attempts at interviews.  Didn't work out, didn't pan out for him.  They 
used to tell him that he would come too stiff and monotone during the interviews.  He's pictured here 
with our CEO, Bill McDermott.  And Patrick actually became our spokesman at the United Nations in 
2014 when we had autism awareness day.  He was invited and he was featured by Secretary General 
Ban Ki-moon on his personal Web page.  Then we have a group of individuals here, two of them 
affiliated with the Autism At Work program and last year they participated in what we call the Hasso 
Plattner Founders' Award.  This is the most prestigious innovation award that is given within SAP.  We 
typically have between 1,500, 1,800 entries.  This team was finalist in the first top five places with an 



innovation that will create SAP a significant amount of money.  Elijah Martinez, he graduated also very 
top of his class.  He was not able to get past those first interviews.  He created some documents that 
would help our customers better implement their products.  And he asked the question, "Why are we 
doing it this way?" And he said, "Let's do it this way?" And he had great success.  Within 6 months there 
were 6,000 downloads of the documents that he created.  Then we have Mark and I'll let Mark 
introduce himself in the next video.  And lastly we have here, Janis.  Janis came to us after 13 years of 
unemployment or underemployment.  And she has a master's degree.  She was just, again, unable to get 
traction after she was laid off 13 years earlier.  And she participated in what we call a Hack-A-Thon, 
which is a programmers' competition in the Bay area.  We have an office in Palo Alto, California.  And 
there were 60 programmers there.  She won the first place.  So it tells you, how is it that somebody 
who's been underemployed, unemployed for 13 years comes in and wins first place with her team in a 
programmers' competition?  Hey, do we have the other video that we can probably show about Mark?  I 
guess it's launching.  Mark came to SAP about a year ago.  He had a very wide space, if you will, in his 
résumé.  He was unemployed for about 7 years.  And it was because he was the primary caretaker for 
his parents during that time.  And it was difficult to explain to employers why that gap existed.  And one 
thing led to another.  And not before he came to SAP but sometime before, he ended up being homeless 
because he fell through the cracks.  He lost a house, lost basically everything he had.  And he came to 
SAP and is a networking engineer.  And he's doing a fabulous job.  But I'll let him talk a little bit about his 
experience here.   
 
[VIDEO START]  
 
>> I'd been homeless for a few years at that point and was struggling to try to get back to work but 
wasn't getting any traction in my job search.  And learning how to and surviving day to day, it wasn't 
easy.  It was a really hard time 'cause I knew I had good skills.  There were just so many obstacles.  
Companies just weren't willing to look at me and take me seriously.  When I finally went to the SAP 
Autism At Work program, they did take me seriously and they never forgot me.  I stayed with it.  And 
they stayed with it.  And I'm here now.  For the first time, I feel like I'm part of something.  I am the face 
of business beyond bias.   
 
[VIDEO END] 
 
>> So Mark has become a spokesman for SAP.  There's other areas that we have of business beyond bias 
that go to gender and national origin and culture and age and so on and so forth.  So he's representing 
the area we call differently-abled people.  So this is another thing that has been really fabulous about 
the experience with the program.  Aside from me being there in the picture, all of the other folks there 
are colleagues in the autism spectrum.  And one of them, actually the young man that has the 
microphone, we were talking about doing some kind of an information session for employees about 
autism.  And we were just brainstorming how we were going to do it and what slides do we use.  And 
this young man who is in the spectrum said, "Why is it that only neurotypicals get to talk about the 
autism spectrum?" And I said, "Well, do you wanna do it?  Would you be interested?" And he said, 
"Yeah. I would."  So he talked to his other colleagues.  Most of them are what we call early talent, very 
recent graduates from college.  And probably they didn't have, in the past, the opportunity to present 
themselves to an audience of 50, 80, 100 people, right? We organized it with the help of the mentors. 
And there was a 1-hour rollout session where they basically share their story and things that have 
happened to them before and how they achieve success. I know that there were parents, employees of 
SAP, the parents of children on the autism spectrum. So it was extremely helpful for those parents also 
to see that this young men and women are able to break into the workplace and are being successful. 



Here's a picture. It was the first luncheon that we held with our first five colleagues on the autism 
spectrum. There's many more people than five people on the spectrum here. These are the mentors at 
SAP that organized the lunch. And they called on SAP's president and see if she would be interested in 
hosting the lunch. And we had the Chief Operating Officer and Senior Vice President, who's a great 
friend of the program. And after that lunch, one of our employees went home and was talking to his 
family. And they ask him, "What did you do today?" And he said, "Well, I had lunch with the president." 
And of course, they looked with suspicion. And they called SAP. It's like, "Is he in trouble or something?" 
Right? No. No. It was a wonderful thing. Our president is a big supporter of the program. And we have 
great, great folks. I'm gonna talk a little bit about the mentors here in a little bit. We had a community 
engagement with Souderton High School. They came to visit with us. Peg is gonna give you the full story 
because what happened after they came to visit with us was really extraordinary. Now we have a pilot 
mentorship program that resulted from this meeting. So what we have here are 18 special education 
teachers and the principal, as well as some employees of SAP on the autism spectrum and mentors and 
managers that are part of the program. So it was kind of an information rollout from the program to see 
if there was anything that we're doing that would be useful to them in the classroom, going forward. We 
have great employee engagement. I'm gonna talk a little bit more about this later. But we have, at the 
moment, just to give you a number, 18 employees on the autism spectrum here in Newtown Square, 
Pennsylvania. And we have 71 registered mentors. Not all the mentors participate at the same level, 
okay? Some mentors come in and join the lunches, some events. Just about 10 or 15 people that are 
very, very consistently managing their relationship with our colleagues. [INAUDIBLE] For example, we 
have a volunteer day at SAP. They're organizing activities to go and volunteer their time. In this case, 
they went to a children's hospital to create art for it. [INAUDIBLE] organizing our next outing here very 
soon, month of October for us is the month we will do the volunteering. For us, about, again, a shared 
vision, not only with individuals like yourselves that are preparing these young adults to join the 
workplace one day. But also on the [INAUDIBLE] level, we had an opportunity, as I mention earlier, to 
meet Secretary-General Ban Ki-moon. Our Executive Vice President, Tanja Rueckert, who is the person, I 
think, that employs the most people with autism within SAP, had an opportunity to join us at the event. 
We have had great support from the governor of Delaware, Jack Markell, at events that we have done 
here in Newtown Square. And last year, we had the privilege of having Temple Grandin with us at SAP 
Labs in Palo Alto. She spent a full day with us. And she did a rollout session with 300 employees 
[INAUDIBLE] about neurodiversity and the spectrum. And then she had a conversation with us from the 
program, where she learned about how we're doing, how we're implementing the program and made 
some recommendations for us there. So let's talk a little bit about the implementation, how this 
happens. And I think one of the most important things here is the partnerships that we have. First and 
foremost, we have a partnership globally with a Danish company by the name of Specialisterne. 
Specialisterne has an objective of enabling 1 million jobs for people on the autism spectrum worldwide. 
They are very strongly affiliated with the United Nations. And they help us roll out programs on a 
worldwide basis. Then we also have local partnerships. Here in Pennsylvania, in Philadelphia, more 
specifically, we are partnering with The Arc of Philadelphia, and of course with the Office of Vocational 
Rehabilitation. So we have a four-way partnership that works really, really well. Our friends from OVR 
help us with the funding of the pre-employment training, which lasts about 6 weeks. They help us also 
with the funding for the job coaching that takes place after the employee is onboarded. The services are 
delivered by The Arc. And the methodology that we utilize to do the training for individuals is based on 
methodologies from Specialisterne. In California, we're doing the same thing. We're working with the 
Department of Rehabilitation of the State of California. And we are partnered with a company by the 
name of EXPANDability that specializes in placing individuals with autism in the workplace. One of the 
top questions that we get is: "How do you hire people on the autism spectrum?" We have five fairly 
straightforward steps. The first one is we find the jobs within the company. The Autism at Work program 



does not own jobs. We are basically an enabler for jobs. We identify the positions within the company. 
And then we provide the candidates as well. In step number two, once we identify the roles, let's say 
that you have a software developer, a software tester, then we go to our partners, provide the 
requisition ID and what is it that we are looking for as far as skills is concerned. And then we also look 
within our own files because we got a lot of resumes from individuals, what we call walk-ins, that send 
us their resumes. We talk to universities. We have pipelines, also, with universities. And our partners 
help us with the pre-screening process. There are gonna be some individuals that would not be a good 
match with a company like SAP, just like anybody else. I mean, if we go out to general population, 
there's gonna be some people that will not be good matches, right? So they help us with that part of the 
screening. The next thing that we do in step number three, the very first is we do a 1-week soft skills 
training. And if we're looking at hiring, let's say, 10 or 15 people, we may invite maybe 20, 25 people to 
come to this 1-week soft skills session. People learn about social, communications interviewing, 
disclosure, emotional regulation and some other things that are very relevant for people on the autism 
spectrum. After that, we have what we call here the 1-day LEGO hangout. Can I see a show of hands, 
who knows about LEGO Mindstorms? Well, for those of you who are not familiar with them, they're just 
LEGOs. And they have a computer attached to it. So you can actually create or program a robot. You 
have sensors and pulleys and motors, servos and so on. So you can create some pretty amazing stuff 
with them. They are not extremely complex. They are rated, I think, 12 and up. But I have seen 
engineers that are in their 50s do some amazing, amazing things with these things. So what we do is we 
invite individuals to come in for 1 day. And, rather than having a regular interview where, you know, you 
show up with your resume, you're super nervous and then you have the manager also, "How am I gonna 
to interview this person with autism?" What we do is we bring everybody and they spend about 7 hours 
or 8 hours with us. And we give them a box of LEGOs with the motors and all the equipment that they 
need. And we ask them to build robots for us. So throughout the day, you see that people start getting a 
little bit more relaxed. People are more at ease. And when people are at ease, it's easier to have a 
conversation, right? So we don't have an interview that day. So what we do is, throughout the day, 
when we feel that people are a little bit more relaxed, we go and have a one-on-one conversation with 
the individuals. And that conversation can be anywhere. We can go to the cafe where, usually, it's 
empty. You know, after lunch, there's not a whole lot of people or no people at all. Some people prefer 
to do a walking conversation for sensory-related issues. They feel much better talking and walking. So 
we go for walks. And so you have three people walking in the hallways, talking about what you want to 
do and what you're interested in. And, sometimes, people want to go out to the courtyard and sit under 
a tree. And we'll do that. The idea for us is try to understand the motivations from individuals for being 
there. And we want to make sure that this is not a situation for them where they feel like they are being 
forced into something. Because it's happened before, where somebody invites them to come in. And 
they don't feel very strongly about the opportunity. We want to make sure that people are there 
because they wanna be there. Then, after that, we select a subset of individuals that will go through a 
more comprehensive training. And that's what we see in step number four. We have training for 
candidates which lasts 5 weeks. And this is where we introduce a lot of concepts that are enterprise 
concepts, you know, working in teams. We utilize a software development methodology called Scrum 
for building software. And we teach them that in the context of the LEGOs. So we're teaching a lot of 
concepts and other things utilizing the LEGOs. You will see that, almost every week, there will be 
presentations. They have to stand in front of an audience after they build a robot. And they build a 
business case for the robot. And they have to present it in front of people, okay? Now, some people, of 
course, are gonna be less friendly with the idea of standing in front of people and talking about their 
robot for the first time. So we give everybody their own space. Some people are going to be the guys 
that build the robot. Some people are going to be presenting it. But it is all really about teamwork, okay? 
And that's really what we are strengthening during the 5 weeks. The last 2 weeks of training are 



typically, I would say, the most important. Because we bring SAP employee volunteers that, you know, 
have a long tenure at SAP, are experts in their field. So we'll bring, for example, an architect. An 
architect's somebody who's very high up in the geek world, okay? And if you have a candidate who's 
looking at getting a position at SAP as a software developer, we ask that that person or a manager of 
software development to give them a project for 2 weeks, okay? The idea is that they get to know each 
other. They get to know the individual, again, behind the condition. Now we're not talking about robots 
anymore. People have acclimated. They've been at SAP for 3 weeks. They've been wearing a badge. 
They've been going to the corporate cafeteria. They know people who are at SAP. They are much more 
relaxed. Now the manager's going to see where do they fit in a particular team, right? So they have 2 
weeks. And it really, in reality, would be like a 2-weeks interview, okay? But you can show, with your 
skills, what you can do, whether you have a match with what is needed by the team. At the end of the 
training, you may or may not have a job. I mean, keep in mind, people come in. We bring them in 
cohorts. But maybe the business is not hiring at that point as many people as we are training. And we 
have had situations, for example, last year, we had a cohort of 11 people. And there were four openings 
at the time, okay? The other seven individuals got positions and opportunities within the next 6 months. 
One happened a month after. He was called in, "Hey, we found a good match for you for the things that 
you enjoy doing, in a team that we think is gonna be a good match." And then they started trickling in. 
You know, business opened up. And they were hiring more people. So we did a lot more matching. At 
the end of 6, 7 months, everybody had an opportunity in the company. Then we also provide training for 
the teams themselves, autism awareness training. And, lastly, the last step that we provide or that we 
carry out is the onboarding and the support service or support circle. And I'll get into that here in just a 
second. So a support circle, once you hire an employee, there's always the question: how do you 
support the employees? Because one thing is to source, to identify the talent, to train the individuals. 
But a lot of people on the spectrum lose their job within months of being hired because of 
communication issues, because of interaction with team members and so on. So what we do is we 
create a support circle around the employee that consists of a team manager that would have received 
autism awareness training, an HR business partner supporting the manager also has received autism 
awareness training, a team buddy, somebody who is going to be working side by side with our new 
colleague, not very different than what many of us had when we started our careers and somebody was 
teaching us how to do the job. Then, we have an Autism at Work mentor. You saw in the video Gabby, 
who was one of the mentors. And they are really a platform for socialization for our new colleagues. 
Then we have the job and life skills coach here in blue, which is an individual from the Arc of 
Philadelphia. This person provides support for the team manager, team buddy, or colleague on the 
spectrum to ensure that they have a smooth integration, mainly at the beginning. That's when we need 
those services the most. But also it's a liaison to the personal life of the employee. Because there's going 
to be ... As we are partnered with vocational rehabilitation, that person becomes a liaison with the 
vocational rehabilitation counselor with maybe a personal counselor or therapist that this individual 
may have or maybe with the family. I mean, keep in mind that we have individuals that are coming to us 
that are 40 or 50 years old. That last bubble which says family, that may not apply. But we have a lot of 
young people that come in that may be living at home with family or where they have a very strong 
interaction with them still, and where it's important for information to flow both ways, okay? So I'll give 
you an example of this. We had a young man who joined us last year. He used to be at the university. 
And he was on the meal cafeteria plan. You just go to the cafeteria and get your food. Everything was 
paid for before. His tuition was already paid for. So everything was taken care of. When he graduates, he 
comes and works for SAP. And now he needs to look for an apartment, sign a contract. He needs to get 
transportation to work. He needs to cook by himself. And all of those three areas were areas where he 
was not really good at, all right? And we know that if he is not taking care of the most basic things, he's 
not gonna be able to be productive at work. So having that support from The Arc, from the job and life 



skills coach, there and from EXPANDability is extremely important for us. This is something that we 
cannot do as employers, to go beyond this line. We cannot tell people, "You need to go to sleep at 10 
o'clock so you can be fresh next day." Right? We don't tell that to our employees. But we do have 
employees that have been up gaming until 3 o'clock in the morning. And then they come in next 
morning. And they are yawning. And they are falling asleep all day long. And, when you ask them what 
happened, they say, "Well, I was playing games until last night." The job coach will tell them, "Well, if 
you continue doing this, you're not gonna be productive. And you're gonna jeopardize your job, okay?" 
So transitions are everything for our colleagues on the spectrum. We have two segments here that 
we're going to look at, when they are candidates for employment and when they become an SAP 
employee. One are is training. The other one is when employment commences. So the strongest 
relationship at the beginning is with the trainer, during those 6 weeks of training. And it goes a little bit 
into the employment place. You know, they continue to e-mail, perhaps, and asking questions and "How 
are you doing? And are you integrating well into your job?" and so on. Then we have the partner and job 
coach that traditionally will come in right around the middle of the training. But we have that overlap, 
very nice overlap so we don't have those very severe cuts in relationships that oftentimes impact people 
in the autism spectrum. We are fortunate enough in this location, Philadelphia, that the trainer and the 
job coach are one and the same person. So this works really, really well. Because the trainer has an 
opportunity to get to know the individuals for weeks before, maybe even months. Because they may 
have started that relationship earlier. And it carries forward all the way to the employment part. Now, 
keep in mind that we have service that support for the first 90 days. But then we have that dotted line 
that signifies that there's an event that, you know, may jeopardize the employment of this individual, 
that we can reopen the case. And they can continue to get the support that they need. Lastly, we have 
the SAP buddy manager, HR, BP and mentors. They also come somewhere through the middle of the 
training. So everybody knows everybody, okay? And our colleague on the autism spectrum has many 
familiar faces as he commences employment. I'm gonna pause here. And we're gonna change gears. 
And we're gonna go to the high school mentorship program. And Peg will tell you a little bit about -- or a 
lot, actually, about what we have done in this place. Thank you so much.  
 
[APPLAUSE] 
 
>> Is this on? Can you guys hear me? No? The battery. Maybe if I put a little ... Oh, there it is. I need to 
put a little closer. There we go. We thought we were set up. Okay. So good afternoon, everyone, and 
thank you so much. Thank you, Jose. And thank you so much for coming to listen to the story of the SAP 
Autism at Work program. Like Jose said, my name is Peg Monahan. I've been with SAP for about 10 
years. My official title with the company is Global Storage Coordinator. So my official job at SAP is I'm 
responsible for all the storage that SAP uses around the world. So if you know megabytes, gigabytes, 
exabytes, we have about 100 petabytes at SAP. So we have a lot of storage. So there's 13 of us on the 
team that takes care of that all over the world. I guess back in 2013, when the program was introduced 
at SAP, much like many of us who were in that mentor group, we started firin' off e-mails: "How can I 
help? What can I do?" So I got involved as a mentor. And that was just great. And then just about this 
time last year, I was in a conversation with Jose. And he mentioned that he had a fellowship open. And 
at SAP, they allow us after a certain length of time being with the company, to leave your full-time 
position to go do something else for some period of time. So I got to go work on the Autism at Work 
program for this year. You think systems are great, you got the system running, and it crashed, and it 
booted up and your customer's back. And you think that's rewarding until you move to this program and 
you say, "Wow." You get to meet those people that you saw in the video. So I have this year, 2016, to 
help Jose implement some pilots, is what we're doing. The pilot I'm working on is the high school pilot. 
And you saw the picture of the Souderton High School teachers? That all started with ... One of the 



teachers from Souderton High School lives next door to an SAP employee. And they were out walking 
their dogs one night. And Cheryl said to Christine, "What's goin' on at SAP? Can you tell me about the 
program?" And Christine, she works for the pre-sales academy. And she's like, "Well, I really don't know. 
But I'll put you in contact with someone who does." So she put Cheryl in contact with Jose. We spent the 
day together at SAP. Fourteen Souderton teachers came. And then a whole parade of SAP people, in and 
out of the room all day, talking about how we were involved in program. And at the end of the day, the 
principal was like, "How do we continue this? How do we take this back to our students?" The idea was 
that they would bring four students once a month. Let me get the clicker so I can move on. They could 
bring four students. And they came once a month for last year's school year. We wanted to teach 'em 
what it was like to come to work every day. That was our mission. So our motivation was around living 
SAP's vision. So making people's lives better. So not only people who use our products and our services, 
but hopefully these four students that came to visit with us, right? We know, like Jose said, that 
innovation comes from people who think differently. And it's gonna be really important in the years to 
come that some of these students who may be coming to us at SAP now could possibly become 
employees, if not for us, but for other companies in the future. We want to inspire the students for what 
they really like to do. I'll speak for myself. If I like what I'm doing, I'm gonna do a good job. But if I don't 
like what I'm doing, I'm not gonna do a good job. And people are gonna know that I'm not doin' a good 
job. So we want to inspire kids to figure out what they like to do and then proceed with doing it. We 
want to familiarize them with their jobs. And when I show you some of our agendas for a couple of the 
days, you can see how we try to demonstrate to the kids what we do and what different people do 
every day. We want to increase our own employee engagement. The very interesting thing is is, when 
then they know the students are coming, that mentor group, I start gettin' e-mails: "When are the 
students coming? How can I help? What can I do?" And there's been days where I've had more 
volunteers than what I need. But I can't turn the volunteers away. So it's been very interesting. Some of 
our volunteers will say, "Volunteering in these programs make me a better employee." And I'll say that 
myself. Makes me a better employee. One of my colleagues, Brian, he'll stand up and say it makes him a 
better person, right? So I think many of us can say that. And one of the things that we've also learned is 
this program is providing hope to the parents of these students. We've met the parents. And the kids 
may have been written off by doctors or some other professionals in their lives who said that the 
student may not be able to go to college or he may not be able to learn anything. And what we're 
learning from these parents are they never thought that their child could do the kinds of things that 
they're doin'. So our objective is to expand the social and communication skills of the students. So we 
try preparing them for the future, right? What do they want to do? Preparing for them to self-advocate 
for themselves, giving them tips on how to become their own advocates. The big one is having fun. We 
don't want them to be bored because then they're gonna say, "I'm not goin' back there again," right? 
We need to keep them motivated so that they wanna come back. We have role models. So those people 
that you saw in the video Jose showed, Mike and Patrick and Gloria, we ask them, when they're willing, 
to be role models for the students so that they can say to the students in their own way, "I was in high 
school. And I was you 10 years ago. And here I am. And you can be here, too." And the students 
appreciate that. They really do. And then, bottom line, familiarize themselves with jobs and really how 
to keep those jobs, right? We wanna introduce them to the work we do. So how we do it. And that's the 
fun part for most of us. So it's a pilot. And when we first set out, we set out looking for students that 
were interested in STEM. We're a technology company. We wanted students who were interested in 
STEM. So of the first four students last year, three of them were more technology-driven. One was more 
political science, economics. But he's having a really good time. They were selected by their faculty. We 
said to the faculty, "Give us four students to participate." And they brought the four students. We did 
not meet them before the first time they came to SAP. And for the last school year, we had four juniors. 
So for this school year, 2016-'17, we now have four seniors. So those four students came back. And now 



we have four more. So we have eight now. So we'll have eight students in the program. And our 
disclaimer is ... The kids, immediately, "I wanna work here. I wanna work here." We can't promise them 
that when they're finish their education that they can come to work here. We'd be happy to talk to 
them about working here. But there's no promise. All right? So some of the constraints we gave 
ourselves were around ... SAP has a lot of mentorship programs for neurotypical schools. So we have 
programs with many other high schools, none for kids with autism. So what we wanna do, as much as 
we can, is mirror those programs because eventually what we hope is that those two programs would 
merge and there would be no difference between the programs. Transportation is provided by the 
school. So they come in a big van, school van. And they come to school with their teachers. So the 
faculty are always accompanying the students. And any contact information about the student, other 
than their name, that's all we know, is held with the teachers while the teachers are there. So we don't 
keep any data about the students. So much like the support circle that you saw for our new colleagues 
and our trainees in the Autism at Work program, we're trying to mirror that here with the high school 
students. So when we have the students with us, we have those role models. And those role models are 
people who are in the program. So you saw Patrick, and Mike, and Gloria and Jeff. We utilize their 
talents and their skills and their abilities when they come to SAP. We have guest speakers. So those 
guest speakers are more subject-matter experts in topics at SAP, people with more tenure, 5, 10, 15 
years at SAP, who know our products more in-depth. And what we've tried to do is pair the role models 
and the guest speakers. So I'll talk about our project management day that we had. So when Patrick 
came to speak, we asked his team buddy, Brian, who has years of project management experience, to 
come talk to the high school students. There were no PowerPoints. There was just a conference room 
with a big whiteboard. And the two of them just started a conversation between Patrick and Brian about 
managing a project. And the markers came out all over the whiteboard. And the kids, they were very 
attentive. So I try to create a pair. There's a relationship between the role model and the guest speaker. 
Then we have the mentor team. So that's the same mentor team as on Jose's slide. And those people 
will take the students to lunch, right? So they'll go to lunch with the students. They'll talk to the student 
about what the students like to do and then try to provide guidance to the students when the students 
have questions about how to proceed with something in the future. Then there's the role of the project 
manager for this, and right now I fill that role. So what I do is, I work with the ... This kind of blows out in 
the wrong direction. With the faculty advisor from Saverton, so Cheryl and I talk a couple times a month 
in between the kids' visits to make sure that whatever we have planned for the coming month fits into 
what they're doing at school. And fits into what we're doing, and we make sure that although I have 
experience teaching at the university level, I've never taught at a high school level. So I want to make 
sure that what I'm proposing for the students is appropriate.  All right, so, I work with Cheryl who's the 
faculty advisor and then we have the teachers that come with us. So we have Matt, he's the autism 
support student. We have an AP teacher, we typically have four teachers come now. Last year with four 
teachers, four students, now we have eight students, four teachers coming. Right. I think the teachers 
are learning at the same time. So it's been very interesting. Then we have ... When I talked about how 
we are trying to model this program with our CSR projects, mentoring projects, at the corporate level we 
use a tool called I Could Be. And I Could Be is an online virtual mentoring tool that's used to create a 
communication between students and their mentors online. So I don't have a lot today about this yet 
because we haven't really got into the swing of it, but we're gonna use this to communicate with the 
students when they're not at SAP. So they only come once a month, right? So for those other 29 days in 
between their next visit, this is a little way of us keeping in communication with them so that they're not 
forgotten. Or they don't think we've forgotten them. So what we do is, our meeting each month is really 
only three hours. They come at 11:00, and the first part of the day is typically like a presentation type of 
environment, right? We go in a conference room, someone does a presentation. We try to keep it as 
interactive as we can, because we don't want ... I know when I was in school, and I know when I taught, 



the more you talk to people, sometimes people, you know, get tired. So we try to keep that interactive, 
but it's more in presentation form. Then for the next hour, we go to lunch, and that's where they split up 
and they go with a mentor in the program and they get some time to talk one-on-one with SAP 
employees. It's very interesting. Some of the employees ... Actually, for the first four students, the 
employee went to lunch with them the first time, and they were like, "When he comes back next month, 
I wanna see him again." So they really are forming a relationship and for those same four students, the 
teachers had said that the students were looking forward to having lunch with the same people again 
this year. So we've already done that for September and they had a good time. And then in the final 
hour that we're here, we try to do something more interactive, right? Where people are getting up and 
moving around a little. So that, you know, that after lunch thing, when people are falling asleep. This 
slide's a little out of order, but. So this is the I Could Be structure that we're gonna use. So the beginning 
phases of this online program that ...  It allows the students to discover who they are themselves. Right? 
What makes me me. What are some of my goals. Then you start thinking about what they could be. 
Right? What do they think they wanna do in the future. And then the last piece of that is working 
towards graduation. How do they get to there? So here are some examples of the agendas that we had 
for last school year, and I'm gonna say that for October, November of last year, it was a little slow. Like 
getting into the rhythm with the students was a little, you know. The first month, we invited the parents. 
And we gave a very similar presentation as we're doing here, talking about the program and how it 
works. And then we just kinda had a freeform lunch with the students. In November, I again invited the 
whole team and let the students talk with the people who were in the program to get an idea of what 
the future could hold for them. And then, in the afternoon ... So, SAP has something called a mission 
control center. And the mission control center is a room probably as big as this room with big monitors 
all over the walls. And when a customer has a problem, they call the hotline number and then we can 
dial into their systems and we can see what's going on. We can help them fix a system that's crashed. So 
we took them on a tour of that room. And it was pretty impressive, and the kids were like, "Wow! That's 
cool, that's cool!" So we started getting into a rhythm with them. Then in January, we gave them a tour 
of the building and our one building in New Town Square is one of the greenest buildings in the state of 
Pennsylvania. So we got to talk to them about how any tree that was cut down because the building was 
built, those trees were used to make the handrails. And they loved it. They thought that was really cool, 
and they wanted to know more about it. But I think where the program actually started to click, where I 
was like, "Now this is working." Was when we took them to a meeting on Thursday afternoons at SAP 
when new employees join, at, like, 1:00 on Thursday afternoon is a meeting. And it's a virtual meeting 
where you can ... 
 
You log in, and you can see where, on the screen, where all the new employees have joined from all 
over the world. And in that meeting they learn about the company, they learn about the history, they 
learn about our ... A very high level about our products because you can't even cover all of our products 
in an hour. And the kids were, like, "Look at that. There's somebody from the Czech Republic. Look, 
there's somebody from Ireland. Look, look, look, look." And I think that's what, I was like, when the 
teachers left that day, they were like, "This is what they wanna know." So I was, like, starting to feel 
much better. Then in February, we learned that we needed to have the kids sign non-disclosure 
agreements. So we did a whole exercise around non-disclosure agreements and trade secrets and, you 
know, if you hear something at SAP you can't go home and share it and, you know. And they loved it. 
They loved it. Then, in the afternoon, we brought Mike in. You saw Mike, Mike was in the video. He's our 
advance forensics and he started talking to the kids about your passwords, and crusing the Internet and 
viruses and they were glued to him. The interesting thing was, the interaction between the two of them. 
So it not only helped the four students, Mike learned an awful lot about it. And being able to talk to 
people about what he does. And it was fascinating. Then in March, we did the project management day, 



so that was the day that Brian and Patrick put everything on the wall. We sent them to lunch and then ... 
Has anybody done with their students the marshmallow challenge? 
 
>> Mm-mm. 
 
>> Mm-hmm. 
 
>> Right. Have you ever done that? So what we did was, after lunch, the kids come back and we said, 
"Okay. You are now gonna be the managers of these teams of SAP employees." And they had to build, 
using spaghetti, string, marshmallows and tape, build a structure. And it was interesting to watch the 
four students tell the SAP employees what to do. Right? We had one of the teachers, she was in tears. 
She had tears running down her face. I'm like, "Jen, what's wrong?" She says, "I've never seen him 
interact with anyone the way he's interacting with them now." She said, "He's never been like this in the 
classroom." Right? So we're all learning things as we go along. It's fascinating. And the interesting thing 
was, the team that won, he was very the ... The student was very observant of all the other teams. So all 
the other teams were taking spaghetti and they were building things that were this tall, and he knew. 
He's, like, saying to our employees, "That's gonna crash. So we're gonna build something smaller and 
more stable, and we're gonna win." So they listened to him, and sure enough, he won because ... 
 
Not because his was the tallest, but his was the strongest and the one that stood. Right? So Jen, she was 
just over the moon. She was so excited. In April, we did an interviewing day. And some of the challenges 
around planning this is that we have ... Sap employees have work to do. So we have to schedule things 
around people's schedules. So I would have really rather done this day in reverse. Do the resume writing 
in the morning, do the interviews in the afternoon. It didn't work out that way. So what I did was, I 
asked the students to go to our website, look for internships that they would be interested in working 
for this summer. They sent me the links, I took the job descriptions, and I went around and I asked 
people to interview, you know, who had time to actually interview the students for those jobs. It was 
enlightening. So they did the interviews, we had the interviews fill out evaluations. We sealed them in 
an envelope and we gave them to the teachers. That was the student's, and the teachers could deal with 
that the way they wanted. But what happened was, Cindy, you saw Cindy in the video. She was the 
manager that was in the video. She interviewed one of the students, and I saw her in the hallway. The 
teachers were in a conference room, I was going to get my lunch, saw Cindy in the hallway, said to 
Cindy, "How did it go?" She said, "We need to hire this kid for the summer." She said, "He thinks better 
than most of my other interns." Right? I said, "Cindy, do you have a minute?" "Yeah." So I took her back 
to the conference room, I'm like, "Can you tell the teachers about your experience with interviewing this 
student?" So she went on about how great he did as an interview, and how he did a really good job. And 
we had another teacher in tears. Right? Because the teacher who is the support person for that 
particular student was like, "That's not what I would have ever expected out of him." Right? So I guess, 
what I'm thinking is, we want ... Hopefully what we're bringing to these students, the four from last year 
and hopefully the four new students that we just met in September, are drawing out of them things that 
maybe no one else expected from them. One other thing that I don't have a slide about, but I'd like to 
just mention, is because Michelle's in the room and without Michelle's help this probably ... And Tanya, 
for that matter. What we did this summer was, we took these four students and we invited them back 
for two weeks. Two of them came, two of them had other plans. And we had a total of eight students 
that we invited. And we extended this program, the agendas that we have here, for two weeks. And we 
used the Lego Mindstorm robots and, since the summer Olympics were in town, or going on, we asked 
them to build a ... Over the two weeks, we talked about teamwork. We talked about collaboration, we 
talked about communication and we asked them to build robots that would do Olympic events. In a 



group of eight, I think we had six that wanted to do shotput. Right? And by the end of the two weeks, 
we had a room full of things flying around the room. We also asked the students to do what I was 
calling, like, an e-journal. So we gave them iPads, and we gave them laptops, and we asked them to take 
pictures through the two weeks and to put together a presentation at the end of the two weeks to kind 
of give a history of what they did. And on the last afternoon, we invited parents, we invited mentors, we 
invited many different people and the students presented their e-journals for the two weeks, and they 
demonstrated their robots. And it was unbelievable. Right? At the end of the two weeks, some of us got 
to sit down and say, "Ah, it was good. It worked." So without Michelle back there's help, and this input 
from Tonya's team, we would not have been able to do it. So thank you very much. I hope I have you 
some information that was useful in how to do this. If you have any questions. 
 
>> Does anybody have any questions? We have a microphone here. Buddy, there's one here. 
 
>> So this is the summer academy, for example, is something that you can do with your students with a 
PETS program. And there's more and more. It's something that you can create with your employers in 
your area, with your providers in your area through OVIAR. So that's a very exciting example of the kind 
of wonderful things that OVIAR is doing in conjunction with our school districts. And our employers. Did 
you wanna take notes? 
 
>> Yes, of course. 
 
>> So any questions for Jose? 
 
>> Or Peg. 
 
>> Or for me regarding this? Okay. I'm gonna show you something real quick. I think it's in the back. I 
need my bag, because on my zip drive, on my thumb drive I have a list of resources that I wanted to 
share with you. One of them, I'm gonna mention, is Neurotribes. Has anybody read Neurotribes? Say 
that again? Yes, NPR did do recently a good interview of the author. He also came and spoke at one 
point at a summit with SAP. And it's a really good book. It gives you a sense of how Neurotribes works. 
You're bringing everything. Thank you, Fran. Sorry about that. The other thing I wanted to mention is, 
there are a lot of colleges, mostly private, that have been developing support programs for our students 
with autism. And I'm looking a lot at those right now because my son's 18. He's a graduating senior, and 
he definitely will need those supports, for example. But there's also some very exciting things happening 
in Pennsylvania because of the Department of Education. And they are funding four programs that are 
being developed at Indiana University, that was mentioned earlier, Edinburgh University and also 
Westchester University and Kutstown. I want you to keep your ears and eyes open for those, because 
you might have students that don't have those funds to be able to go to one of the private programs 
that are quite pricey, and this is a really amazing initiative by our state to make it so that more of our 
students with autism have that opportunity. There's also some really great opportunities in our 
community colleges that I'm sure you already connected with. I know we live in Montgomery county, 
and Montgomery county has a whole program around supporting their students with autism. So, as 
we're working on this, it's just good and here, Fran has been kind enough to pop up the website on 
PaTTAN about the Project Achieve. An autism college and high school integration for educational and 
vocational excellence. So this is actually something you can start before and after. It's really to support 
that transition into college. It doesn't ... 
 



It also can come with that employment piece, which is very important. And then something else I 
wanted to mention in regards to this is quite a few universities are also working with their local VR to 
make sure that, just like other students have work study, they're doing work study. But with some 
support. So those are the kinds of things and ways of thinking that we are really getting to be able to 
explore because of the extra initiatives now that we are seeing. Does anybody have any questions about 
this? While we have Fran in the room? Okay.  
 
>> I did make an inquiry about this Project Achieve, but I wanted to know. Of the four universities that 
are doing a pilot, I received a letter that they were going onto the districts surrounding those 
universities. So, if you're not around those universities, the program wouldn't really be open to them. 
But there's a summer program, I think, that they could apply to? Is that correct? Is that right? 
 
>> That's correct, Deb. For the first year, it is the surrounding high schools because it has to be in 
commuting distance as they build the pilot and the program. But there is a summer academy for 
probably one to two weeks at each one of those sites, and there will be ... There's both a commuting 
option and an overnight option, and that would not have to be just those high schools. And more 
information would be out available on it. But right now, it is just at those four colleges, which is IUP, 
Edinburgh, Kutstown and Westchester. And then after that point we would look at expansion. But for 
the first year it's just the four schools, because we wanna build a seamless kind of pathway to go from 
high school to college to work, is the plan. Okay? Thank you. This is the first year that they're rolling it 
out. Just starting this semester. Correct. 
 
>> Thank you, Fran. I'm gonna have to add an extra slide with Fran's information on it. Thanks. So that's 
just an example of up and coming things that are happening to keep track of. We will also continue to 
try to update folks, if you're interested, on what's happening and what new resources are available 
around these issues. And it's not on here either. I can't tell direction. Sorry. So the modules were 
uploaded onto the PaTTAN site and they are right now, I believe, in a PDF so we will be re-loading them 
as Power Point presentations. Now, the only ones we have on there are the ones that I presented on 
today. So not the full ... So I have the social skills, and the stress busters. Right? There are more modules 
than that, but we haven't gotten them all uploaded. We will eventually. If there's one of those modules, 
because you saw the list, that you would like to work with right away? E-mail me. Let me know. Part of 
the issue is it's a lot of ... It takes a lot of data space. So you can't exactly just e-mail the whole thing to 
you. I have had a couple people who are sending me a blank thumb drive because they would like me to 
send it to them sooner because they're actually implementing something right now. Just keep us posted 
on that. Any more questions about that? Do I know when? So, I'm gonna work on a way for us to add a 
link that you can sign up to get notifications. Okay? And then, as things are ... In the meantime, it will be 
on that same site. And you can put that same title in. Search for "Preparing" or "Transition." Oh, through 
Coursewear? See, I'm not sure what ... Yes. It'll get re-posted on that. The other one that I was planning 
to show you but, I have a different thumb drive today than I did yesterday in Pittsburgh, so my 
apologies. I left that one there with the folks that needed it. But one of the Power Points is just a list of 
all of those different book resources. One set is the sources that Dr. Steven Sure recommends you look 
at. Another one is Dr. Robert Nasif, and myself. So there's a number of different categories. There's 
things on self disclosure, things on also ADHD. Different components of what we've been talking about. 
So if you wanna go deeper, and you need to have more information about it, these will be good go-to 
books for you to take a look at. And I know summer's a long way, but they could be your summer 
reading at some point or your holiday reading in December. So I'm gonna make sure that that's also re-
posted. It was posted at one point, because we also used it back in spring. I'm like, "When was that?" In 
the spring when we presented on this as well. Any more questions about the resources? Again, make 



sure you grab my e-mail over there and another thing is to make sure that you fill out the post session 
form that was just sent out to you. And I think that's it. Anything else? All right. Thank you for your time. 


