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Overview 
Opportunities for Ohioans with Disabilities (OOD) supports employers in creating workplaces that are diverse and 
inclusive of employees with disabilities. One way OOD does this is through providing consultations and training on 
creating disability-inclusive and accessible workplaces. 

This learner’s guide is a reference companion to a webinar which addresses hiring college students and graduates with 
disabilities.  

To support the hiring of college graduates and students with disabilities in careers and internships, this learner’s guide 
addresses these topics: 

• Ohio College2Careers Program 
• Disability Inclusion in the Workplace 
• Overview of Reasonable Accommodation 
• Examples of Reasonable Accommodations  

The information included is for educational purposes, is not an exhaustive list, and is not intended as legal advice.  

Ohio College2Careers Program 
In the fall of 2019, through a partnership with the Ohio Department of Higher Education (ODHE), OOD launched the 
Ohio College2Careers (C2C) program with 15 public colleges and universities in Ohio. In September 2021, the program 
was expanded to 17 schools. A map of these locations can be found on page 17 of this guide. This program dedicates an 
OOD/College2Careers Vocational Rehabilitation (VR) Counselor to each school to ensure students with disabilities have 
the support they need to complete their degree and/or credential, earn higher wages, and meet the demands of 
tomorrow’s labor market. 

The College2Careers VR counselor is immersed within the accessibility/disability services office and/or career services 
office at the partnering colleges. The counselor meets individually with the students to identify their needs and 
purchases services and supports to help them successfully complete their degree and obtain employment 
postgraduation. 
 
In addition to immersed counselors, C2C students are also supported through OOD’s Career Development Specialists 
(CDSs). CDSs work in collaboration with C2C partner university career services and accessibility/disability services offices, 
as well as the regional OOD Business Relations Specialists (BRS) to identify internship and career opportunities for C2C 
students.  
 
CDSs maintain a database of internships for students with disabilities which is published weekly to the OOD Division of 
Employer and Innovation Services intranet. Other ways a CDS helps are: 

• Investigate internship opportunities throughout Ohio, 
• Connect students with existing internships, 
• Develop new internship programs/opportunities with OOD Employer partners, 
• Assist students with interview preparation including resume writing and mock interviews, and 
• Advocate when student applies with OOD Employer Partners. 

 
The Ohio College2Careers Career Development Specialists are housed within OOD’s Division of Employer and Innovation 
Services (EIS). The division works to raise awareness of OOD’s mission with employer partners, to promote a talent pool 
of job-ready candidates, and to support businesses in the hiring and retention of individuals with disabilities.  
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In addition, EIS is instrumental in the development and implementation of the agency’s strategic plan to ensure that 
client and stakeholder expectations are met, while providing value to Ohio taxpayers through efficiency, effectiveness, 
and accountability of services. BRSs work directly with employer partners to identify job opportunities. BRSs then 
coordinate with C2C CDSs and VR Counselors to match the skill sets and experience of a pool of job-ready candidates to 
those job opportunities and facilitate the hiring and placement of candidates with employers. 
 
OOD also provides free on-site trainings to educate employers on the benefits of the inclusion of people with disabilities 
in the workplace. These trainings include Disability Etiquette Training, which highlights best practices of effective 
communication, Windmills Training, which provides awareness of cultural diversity and biases towards people with 
disabilities, and Worksite Accessibility Training to support employers in creating accessible workplaces and fulfilling their 
responsibilities under Title I of the Americans with Disabilities Act (ADA). 
 

 

Disability Inclusion in the Workplace 
Overview 

Workplaces that are disability-inclusive organize their practices to support individuals with disabilities. These practices 
may include strategies for hiring and retaining staff. For employers interested in hiring college students and graduates 
with disabilities, campus offices and resources are available for support. Employers may also develop a workplace 
culture that remains current with disability etiquette practices. By creating a disability-inclusive workplace, employers 
support college students and graduates with disabilities to achieve their career goals.  

Recruiting College Students and Graduates with Disabilities 

Companies that actively seek college graduates and students with disabilities will have access to qualified candidates 
that may be overlooked by others. One of the most striking benefits to actively hiring individuals with disabilities is the 
competitive advantage this offers a company. Companies that make it a priority to hire individuals with disabilities, on 
average, have 28 percent higher revenue. They also have twice the net income as their peers that do not actively engage 
in initiatives to hire individuals with disabilities.  

Additionally, companies that have diverse workplaces inclusive of individuals with disabilities typically experience lower 
turnover rates. Workplaces that are inclusive of individuals with disabilities experience up to 30 percent less turnover 
than other employers. Both employees with and without disabilities can benefit from practices implemented to be 
accessible to employees with disabilities. Therefore, employers that focus on accessibility for employees with disabilities 
create a workplace that is desirable to all employees. This means that employers who make it a priority to hire 
individuals with disabilities may reduce costs associated with turnover and hiring. 

Furthermore, individuals with disabilities possess desirable skills and traits which are valuable for a variety of roles. 
Often, individuals with disabilities have creativity and problem-solving abilities that are highly sought in many 

OOD Resource: 

For more information on “Ohio College2Careers” visit OOD’s website.  

For more information on the “Division of Employer and Innovation Services” visit the Employers 
page on the OOD website.  

https://ood.ohio.gov/wps/portal/gov/ood/about-us/programs-and-partnerships/ohio-college-2-careers
https://ood.ohio.gov/wps/portal/gov/ood/information-for-employers
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workplaces. Companies can use the abilities of their employees with disabilities to ensure that products or services they 
provide are inclusive.  

Finally, individuals with disabilities make up the third largest market segment in the United States. By utilizing the talents 
of individuals with disabilities in the workplace, employers increase their ability to reach out to consumers in this 
market. Individuals with disabilities have also been shown to be more brand loyal than individuals without disabilities. 
Therefore, by making efforts to reach the market of individuals with disabilities, employers are likely to find loyal 
customers. 

Hiring college students and graduates with disabilities offers employers these benefits. As employers have discovered 
this, some have found ways to advertise career and internship openings specifically to this candidate pool. To attract 
college graduates with disabilities to apply for positions, many employers share opportunities with campus offices. A 
career services office, disability services office, or specific academic department might be able to showcase internships 
or permanent positions at an organization and highlight accessibility features that might reduce barriers for an individual 
with a disability. Sharing available positions with a campus disability services office in addition to the career services 
office allows the information to reach more students. 

When advertising positions or internships, employers might have success highlighting positions in many different fields. 
According to the Bureau of Labor Statistics, the following career paths are some of the most common for people with 
disabilities: 

• Communications  
• Computer-Related  
• Healthcare  
• Human Service  

Careers in these fields might naturally lend themselves to accommodations and flexibility not always present in the 
workplace. 

Inclusive Internships 

One strategy that leads to an increase in hiring individuals with disabilities is providing inclusive internship opportunities. 
Companies that host internships targeting candidates with disabilities are up to four times more likely to hire full-time 
employees with disabilities, diversifying their staff. When students with disabilities participate in internships, they obtain 
work experience, start to develop a professional network, and gain insight into their future career paths. The ability to 
try a job allows the individual the opportunity to understand how to navigate their chosen field with their disability. 
Additionally, nearly two-thirds of interns are offered full-time employment by the host sites of their internships. For 
qualified individuals with disabilities, inclusive internships remove some of the hiring process barriers that might make 
finding full-time employment difficult. 

Inclusive internships also have benefits for employers. By hiring diverse interns, the workforce becomes more 
representative of the people served by the organization. People with disabilities comprise one of the largest market 
segments in America. Thus, hiring interns and employees with disabilities helps an employer reflect the population. 
Another benefit of inclusive internships for the employer is the opportunity to provide staff development opportunities 
to existing staff members. Staff members who might not have year-round leadership roles could help oversee the 
internship program to gain leadership experience that might help them advance in their own careers. Finally, the 
opportunity to hire interns as full-time staff members is a benefit to the employer. Nearly 80% of the interns offered full-
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time opportunities accept those opportunities. Therefore, by hiring interns, employers increase their talent pool of 
candidates for full-time positions. 

Disability Etiquette 

Creating workplace cultures that are disability-inclusive includes educating all employees, hiring professionals, and 
supervisors on disability awareness and disability etiquette. OOD offers these types of training in-person or virtually and 
can customize the training specific to an employer’s needs. OOD’s training provides information geared toward making 
everyone feel more comfortable and included in the workplace, helping hiring professionals focus on a candidate’s 
ability to do the job, and supporting supervisors in managing employees with disabilities.  

OOD’s Disability Etiquette training defines disability, includes practical examples of respectful interactions with people 
with disabilities, and addresses proper language usage. This training can be customized, can be delivered virtually or 
onsite, and can be accessed on-demand through the employer’s page of the OOD website. 

Over time, disability etiquette practices have evolved. As a result, the interactions preferred by college students and 
graduates with disabilities has evolved too. Some individuals may prefer different terminology when referring to their 
disabilities. Others may prefer to discuss their disabilities more openly while at work. Because many college students 
and recent graduates with disabilities are in their late-teens and early 20s, the ways in which they prefer to 
communicate about their disability may reflect some of the newer practices.  

People First and Identity First Language 

One of the major changes in disability etiquette has been a shift from people first language to identity first language. 
People first language is utilized to express that a disability is just one aspect of a person. Thus, the reference to the 
person’s disability follows any other identifiers. In contrast, people who prefer identity first language want their 
disability to be recognized as a part of who they are.  

The following table outlines how several phrases might be said using people first language and then identity first 
language: 

People First Language Identity First Language 
“I am a person with autism” “I am autistic” 
“Students who have blindness” “I am blind” 
“Person who is deaf” “I am deaf” 

 

All individuals with disabilities are unique. Therefore, individuals with the same disability might have a different 
preference in the language used when discussing them. The person with a disability is always the best resource. 

Disability Disclosure 

This shift in disability etiquette to identity first language may increase the likelihood of disability disclosure in the 
workplace as well. Previous generations may have thought that disabilities were a private matter that should only be 
discussed with human resources departments to obtain reasonable accommodations. However, over time, awareness of 
the accomplishments of individuals with disabilities in the workplace has increased. As a result, more individuals with 
disabilities are comfortable disclosing their disabilities without requiring an accommodation to be successful. Some 
individuals feel that by sharing information about their disabilities, they can help others identify accommodations that 
might be useful to them. 

https://ood.ohio.gov/wps/portal/gov/ood/information-for-employers/employer-resources/06-disability-etiquette-training
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Overview of Reasonable Accommodation  
College graduates and students with disabilities may need a reasonable accommodation to compete for a job and 
participate in a work-related activity. Title I of the Americans with Disabilities Act (ADA) requires covered employers to 
provide reasonable accommodations to qualified applicants and employees with disabilities, unless doing so causes an 
undue hardship.  A reasonable accommodation is a change in the hiring process or workplace that removes a barrier and 
enables an individual with a disability to access equal employment opportunities and participate in work-related 
activities. 

Providing a reasonable accommodation for an intern with a disability may be the employer’s responsibility. According to 
informal guidance from the EEOC this will likely be based on whether the intern receives “significant remuneration” in 
some form. This informal guidance is located on the EEOC’s website. According to Pepnet 2 which is funded in part by 
the US Department of Education, the employer may be responsible for providing the reasonable accommodation when 
the internship opportunity is offered by the employer or when the intern is considered an employee. If the internship 
opportunity is considered part of an academic program, the educational institution may be responsible for providing the 
accommodation. This information is located on the Pepnet 2 website. 

Covered employers are required to provide reasonable accommodations in three categories of employment which 
enable qualified applicants and employees to: 

• Access the hiring process, 
• Perform the job’s essential functions, and 
• Enjoy the privileges of employment. 

According to the Northeast ADA Center’s resource “The Small Business at Work Toolkit” one of the top five reported 
concerns of providing reasonable accommodations in the workplace is the cost of the accommodation. It is a myth that 
providing reasonable accommodations is expensive. Many employees with a disability do not need accommodations at 
work. When one is needed, a survey from JAN, the Job Accommodation Network revealed 56% of accommodations were 
free. Of those that required a one-time cost, the typical expenditure was $500. Based on these studies, accommodations 
are often reasonable. 

Providing a reasonable accommodation generally begins with a request from an applicant or employee with a disability. 
An accommodation may be requested at any point in the hiring process or during employment. Upon receiving a 
request, a covered employer is expected to act quickly and begin the interactive process. The interactive process is a 
collaboration between the individual making the request and the employer to identify the need for the accommodation 
and an effective solution. 

Under Title I, covered employers are required to provide reasonable accommodations unless doing so causes an undue 
hardship. An undue hardship means an accommodation is too costly or too difficult to implement. Determining an 

OOD Resource: 

For more information on OOD’s no-cost Disability Etiquette and Disability Awareness training for 
employers, view OOD’s “Disability Education Resources” on the employer’s page of the website. 

OOD’s on-demand webinar “Disability Etiquette Training” is available to access anytime on the 
employer’s page of the website. 

https://www.eeoc.gov/foia/eeoc-informal-discussion-letter-231
https://dcmp.org/learn/static-assets/546_internship-and-field-experiences-for-individuals-who-are-deaf-or-hard-of-hearing.pdf
https://ood.ohio.gov/wps/portal/gov/ood/information-for-employers/employer-resources/no-cost-disability-etiquette-and-awareness-training
https://ood.ohio.gov/wps/portal/gov/ood/information-for-employers/employer-resources/06-disability-etiquette-training
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undue hardship must be based on an individualized assessment of the current situation. Here are the factors the EEOC 
guidance advises to consider when assessing undue hardship: 

• “nature and cost of the accommodation,” 

• “overall financial resources of the facility making the reasonable accommodation; the number of employees 
employed at this facility; the effect on expenses and resources of the facility,” 

• “overall financial resources, size, number of employees, and type and location of facilities of the employer (if the 
facility involved in the reasonable accommodation is part of a larger entity),” 

• “the type of operation of the employer, including the structure and functions of the workforce, the geographic 
separateness, and the administrative or fiscal relationship of the facility involved in making the accommodation 
to the employer,” and 

• “the impact of the accommodation on the operation of the facility.” 

When an employer is assessing the cost, Congress intended for employers to consider their net cost after applying 
outside funding sources or tax benefits they are eligible to receive. Here are some examples: 

• Assistive Technology Industry Association’s “AT Resources Funding Guide” on its website. 
• Internal Revenue Service’s article “Tax Benefits for Businesses Who Have Employees with Disabilities” on its 

website. 
• Job Accommodation Network’s article “Funding” on its website. 

If an accommodation results in an undue hardship, the interactive process should continue to determine if another 
accommodation exists that is effective and reasonable. When an undue hardship remains, the individual requesting an 
accommodation should be given the option to pay the portion that is determined to be an undue hardship after a 
proper assessment of effective accommodations is made and available funding sources are applied. 

 

Examples of Reasonable Accommodations 
When a qualified individual with a disability encounters a barrier in the hiring process or the workplace, they are 
permitted to receive a reasonable accommodation. Here are examples of barriers: 

• An inaccessible work environment with physical barriers or distractions like loud noises,  
• Online websites, forms and documents that are not accessible, 
• Limitations with performing the job’s less critical marginal functions, 
• A work schedule that conflicts with transportation times, 
• A break schedule that does not permit managing medical needs, 
• Technology that is not compatible with assistive technology, such as screen reading software and speech-to-text 

software, 
• Workstations that are not height-adjustable, 

OOD Resource: 

For more information on the interactive process, view OOD’s on-demand webinar, “Navigating the 
Reasonable Accommodation Process” on the employer’s page of the website.   

https://www.atia.org/home/at-resources/what-is-at/resources-funding-guide/
https://www.irs.gov/businesses/small-businesses-self-employed/tax-benefits-for-businesses-who-have-employees-with-disabilities
https://askjan.org/topics/Funding.cfm
https://ood.ohio.gov/wps/portal/gov/ood/information-for-employers/employer-resources/navigating-the-reasonable-accommodation-process
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• Standard keyboard and input devices that are not customizable, 
• Inaccessible communications in virtual platforms, 
• Language that is verbose, unclear, and uses undefined terms and jargon, and 
• Policies that prohibit eating or drinking at the workstation or the use of a service animal. 

At times, it is common to think there is only one way to perform a work task simply because it has always been 
performed a certain way. However, when considering reasonable accommodations, it is important to remember there is 
often more than one way to perform a task. The EEOC has organized reasonable accommodations into the following 
types:  

• Making the work environment accessible, 
• Restructuring a job, 
• Permitting a flexible schedule, 
• Altering or providing equipment and services, 
• Modifying policies,  
• Altering a supervisory method,  
• Providing reassignment, and  
• Workplace policies that are not flexible. 

Not all modifications and items are considered a form of reasonable accommodation. For example, employers are not 
required to: 

• Eliminate essential functions, 
• Lower quality or production standards, or 
• Provide personal use items or services. 

Understanding what is and is not a reasonable accommodation helps to build awareness of the many possibilities that 
exist. When identifying options during the interactive process it is important to be open to new ideas and the possibility 
of doing things in new ways. The employee and the employer both have important roles in determining an effective 
accommodation. 

Begin with asking the employee what ideas they have about what might be effective.  The employee often knows what 
will work best. The employer’s familiarity with the company’s systems, policies, and practices is a helpful contribution to 
this step of the process. There will be times when the employee and the employer are able to successfully identify an 
effective reasonable accommodation. When this is not the case, outside sources are available to assist. Here are some 
examples: 

• With the employee’s permission, an employer may ask the employee’s medical provider for recommendations 
or to comment on a specific accommodation being considered. 

• Opportunities for Ohioans with Disabilities is a state agency that provides Ohioans with disabilities the services 
and support they need to attain and maintain employment. Vocational Rehabilitation (VR) services are 
customized for each employee through assessments and one-on-one meetings with professional VR counselors.   

o Interested Ohioans with disabilities may visit www.oodworks.com or call 1-800-282-4536 for more 
information about VR services, take a self-assessment, create a profile, and apply.  

•  The Job Accommodation Network (JAN) is a federally-funded source of guidance on workplace accommodations 
and disability employment issues.  

http://www.oodworks.com/
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o JAN offers an “A to Z of Disabilities and Accommodations” resource on its website which organizes 
topics by disability, limitation, work-related function, topic, and accommodation so employers may find 
the information they are looking for easily.  

• The ADA National Network provides guidance and training on the Americans with Disabilities Act (ADA) and 
reasonable accommodations. The network has ten regional ADA centers. Ohio is in the Great Lakes Region.  

o Visit the ADA National Network website for more information. 
o Visit the Great Lakes Region website for more information. 

When a reasonable accommodation is identified, it can be helpful to try the item in the workplace before making a 
purchase. A lending library can offer the perfect solution. Lending libraries permit items to be borrowed and tested in 
the work environment for effectiveness. Below are sources of lending libraries throughout Ohio. 

Assistive Technology (AT) of Ohio’s Device Lending Library 

Categories of items available to borrow include blind and low vision, communication and speech, computer access, deaf 
and hard of hearing, education and learning, environmental aids to daily living, and switches. For more information, visit 
AT of Ohio’s website. 

• Here is an example of an item to borrow: An employee with attention deficit disorder who takes notes during 
weekly staff meetings has difficulty capturing all the information shared at the meeting. The employee requests 
a reasonable accommodation to record the meeting to refer to later when creating a summary for the team. The 
employee and the employer decide to try the Echo Smart Pen to determine if this is effective in enabling the 
employee to perform the job.  This device can record what is said during the meeting and the recorded content 
can be uploaded to a computer in written format. This pen is an example of one item available through AT of 
Ohio’s lending library and can be found on the Education and Learning page of its website.  

 

The Ohio Center for Autism and Low Incidence’s (OCALI) Lending Library 

Categories of items available to borrow include tools to support reading, writing, organization, communication, 
blindness and low vision, deafness and hard of hearing, computer and mobile device access, math, independent living 
skills, and more. Some of the technology can be borrowed as software loaded on a laptop, apps loaded on a mobile 
device, or as a dedicated AT device. For more information, visit OCALI’s website.  

• Here is an example of an item to borrow: An employee who is hard of hearing and works as a librarian has 
difficulty hearing patrons of the library clearly when the library is busy and background noise increases. The 
employee requests a reasonable accommodation to be able to communicate clearly with patrons. The employee 
and the employer decide to try a face-to-face communications device known as the UbiDuo to determine if this 
is effective in enabling the employee to perform the job. The UbiDuo is an example of one item available 
through OCALI’s lending library and can be found on its website.  

https://askjan.org/a-to-z.cfm
https://adata.org/national-network
http://www.adagreatlakes.org/
https://atohio.org/device-lending-library
https://atohio.org/device-lending-library/education-and-learning
https://www.ocali.org/project/lending_library
https://filemaker.ocali.org/fmi/webd/Library%20V2
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•  

Ohio Developmental Disabilities Council’s Technology Lending Programs Guide  

This resource is a publication that includes a list of lending libraries throughout Ohio. These libraries focus on providing 
assistive technology and medical equipment to support people with developmental disabilities. For more information, 
visit Ohio Developmental Disabilities Council’s website. 

• One of the resources included is a weblink to a two-page “Guide to Assistive Technology Lending Libraries in 
Ohio” which organizes libraries by type of item, region, and shipping availability. An interactive map is available 
on this website.  

The following two sections include reasonable accommodation examples and success stories highlighting college 
graduates and interns with disabilities in the workplace. 

Reasonable Accommodations in the Workplace 
Determining the effective solution is always considered on a case-by-case basis as each applicant, employee, employer, 
job, and workplace are unique. Here are examples of reasonable accommodations: 

• An intern with low vision working in an office setting was provided a reasonable accommodation in the form of a 
modified policy and in the form of equipment. A “no animal” policy was modified to permit the use of a service 
animal in the workplace. Magnification software was provided on the computer to enlarge the context of 
applications as needed. 

• An intern who is hard of hearing working as a Graphic Designer was provided a reasonable accommodation in 
the form of services and equipment. American Sign Language (ASL) interpretation and a video phone are 
provided for communication access. 

• A college graduate with an auditory processing disability working as an Accountant was provided a reasonable 
accommodation in the form of altering a supervisory method. The graduate was permitted to receive written 
notes after attending in-person meetings. 

• A college graduate with an anxiety disorder working as a Data Analyst was provided a reasonable 
accommodation in the form of a flexible schedule. A modified break schedule was permitted to perform stress 
management exercises as needed to improve concentration on work tasks. 

• A college graduate with a physical disability that limits mobility and dexterity working as a Budget Analyst was 
provided a reasonable accommodation in the form of equipment. A trackball-style mouse was provided for use 
in the remote work environment.  

• A blind intern working as a Human Resources Analyst was provided a reasonable accommodation in the form of 
equipment. Screen reading software was provided to navigate a call center environment.   

• An intern with autism working in the engineering department was provided a reasonable accommodation in the 
form of equipment. Noise-cancelling headphones were provided to reduce auditory distractions and increase 
concentration for work tasks. 

https://ddc.ohio.gov/Resource-Library/Publications/Technology-Lending-Programs-Guide
https://dodd.ohio.gov/wps/portal/gov/dodd/about-us/resources/tech-first/Lending+Libraries
https://www.google.com/maps/d/u/0/viewer?ll=41.27547393459364%2C-83.31652580000002&z=8&mid=1VmVwwH7iiAc-CxRnzaRrwCalmHVVMQBk
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• A college graduate with chronic migraines working as Paralegal was provided a reasonable accommodation in 
the form of making the environment accessible. Overhead fluorescent lights were turned off directly overhead 
the workstation, overhead fluorescent lights were covered by a filter in the nearby common areas, and task 
lighting was added to the workstation.  

• A college graduate with rheumatoid arthritis impacting the use of both hands, working as an HR professional, 
was provided a reasonable accommodation in the form of equipment. Speech-to-Text software was provided 
for dictating reports and navigating computer applications. 

Success Stories of College Graduates and Interns with Disabilities in the Workplace 
Jonathan G.: Jonathan is a student with autism in his last semester at Wright State University studying Computer 
Science. In his third year at Wright State, Jonathan applied for services with OOD. His priority was to find an internship 
that would give him some work experience in the field. Jonathan’s OOD Counselor helped connect him with the career 
services office to review his resume. From there, she started working on mock interviewing with him. His counselor also 
connected him with his Career Development Specialist to assist with internship leads. His Career Development Specialist 
learned of the Diversity and Inclusion Technology Internship Program through Ohio Third Frontier and shared the 
information with Jonathan. The program aligned with most of Jonathan’s internship goals, so he applied and received an 
internship offer. Jonathan was able to work remotely in this position for the summer of 2020. At its conclusion, he said 
he accomplished more than what was expected of an intern. With this experience to add to his resume, Jonathan began 
looking into Spring and Summer 2021 internship opportunities. After applying for several, he was offered a Software 
Engineering Internship. As he approaches his December graduation, Jonathan has begun to look for permanent positions 
in Software Engineering. 

Andrew S.: Andrew recently graduated from the Ohio State University with a PhD in English Literature. He started 
working with his OOD Counselor around the time he was finishing his degree. As someone with a disability, Andrew was 
interested in providing supports to others with disabilities. In addition, he had previous work experience in higher 
education, so he was hoping to find a job that blended the two fields. Andrew worked with his counselor and Career 
Development Specialist to review his resume. His Career Development Specialist and Counselor shared open positions 
with him when they found ones in which he might be interested. Additionally, Andrew asked their advice when he found 
job postings independently. After several months of searching, Andrew was hired as an Accessibility Specialist. In this 
position, Andrew was able to perform his duties using ZoomText as an accommodation. He said that he enjoys the 
collaborative atmosphere in his current role.  

 

Conclusion 
OOD appreciates your interest in identifying solutions and resources to support a workplace that is diverse and inclusive 
of employees with disabilities. Each employee with a disability, each employer, and each workplace is unique and 
because of this, the effective strategy to create a work environment that is accessible and inclusive will be unique. We 
hope the information shared in this learner’s guide and webinar are helpful in supporting your efforts.  

OOD Resource: 

For more information on providing reasonable accommodations, view OOD’s on-demand webinar 
“The Employers ADA Handbook Session 2: Reasonable Accommodations and Undue Hardship” on 
the employer’s page of the website. 

https://ood.ohio.gov/information-for-employers/employer-resources/Employers-ADA-Handbook-Title-I-Overview
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Resources 
Ohio College2Careers 

• Opportunities for Ohioans with Disabilities. “Information for Employers” 
• Opportunities for Ohioans with Disabilities. “Ohio College2Careers” 

Disability Inclusion 
• Accenture. “The Disability Inclusion Advantage.” 
• Autistic Self-Advocacy Network. “Increasing Neurodiversity in Disability and Social Justice Advocacy Groups” 
• Bureau of Labor Statistics. “Employment status of the civilian noninstitutional population by disability status and 

selected characteristics, 2020 annual averages” 
• Disabilities, Opportunities, Internetworking, and Technology. “Finding Gold: Hiring the Best and the Brightest” 
• Employer Assistance and Resource Network on Disability Inclusion. “Business Benefits of Neurodiversity” 
• Employer Assistance and Resource Network on Disability Inclusion. “Expressing a Commitment to Disability 

Inclusion” 
• Job Accommodation Network. “Disability in the Workplace—Old School, New School” 
• Maryville University. “Career Guide for College Students with Disabilities” 
• National Association of Colleges and Employers. “Internship and Co-Op Report 2020.” 
• National Conference of State Legislatures. “Work Matters: Making Progress in Employment for People with 

Disabilities” 
• Northeast ADA Center. “The Small Business at Work Toolkit” 
• Office of Disability Employment Policy. “Inclusive Internship Programs: A How-To Guide for Employers” 
• Opportunities for Ohioans with Disabilities. “Inclusive Hiring: Applicants with Disabilities On-Demand Webinar” 
• Opportunities for Ohioans with Disabilities. “Supervisors and Title I of the ADA On-Demand Webinar” 
• Opportunities for Ohioans with Disabilities. “Top 10 Accessibility Resolutions On-Demand Webinar” 
• The Kessler Foundation. “The ADA Generation; Recent College Graduates with Disabilities Speak Out” 
• U.S. Equal Employment Opportunity Commission. “Recruiting, Hiring, Retaining, and Promoting People with 

Disabilities.” 

Reasonable Accommodation Overview 
• Assistive Technology Industry Association. “AT Resources Funding Guide” 
• Internal Revenue Service. “Tax Benefits for Businesses Who Have Employees with Disabilities” 
• Job Accommodation Network. “Benefits and Costs of Accommodations” 
• Job Accommodation Network. “Funding” 
• Northeast ADA Center. “The Small Business at Work Toolkit” 
• Opportunities for Ohioans with Disabilities. “Information for Employers” 
• Opportunities for Ohioans with Disabilities. “Navigating the Reasonable Accommodation Process Training” 
• Opportunities for Ohioans with Disabilities. “The Employers’ ADA Handbook – RAs and Undue Hardship” 
• Opportunities for Ohioans with Disabilities. “Vocational Rehabilitation” 
• Opportunities for Ohioans with Disabilities. “Welcome to OODWorks”  
• Pepnet 2. “Internship and Field Experiences for Individuals who are Deaf or Hard of Hearing” 
• U.S. Department of Labor’s Office of Disability Employment Policy. “Accommodations for Employees with 

Psychiatric Disabilities” 
• U.S. Equal Employment Opportunity Commission. “EEOC Informal Discussion Letter” 

https://ood.ohio.gov/wps/portal/gov/ood/information-for-employers
https://ood.ohio.gov/wps/portal/gov/ood/about-us/programs-and-partnerships/ohio-college-2-careers
https://www.accenture.com/_acnmedia/PDF-89/Accenture-Disability-Inclusion-Research-Report.pdf#zoom=50
https://autisticadvocacy.org/resources/accessibility/
https://www.bls.gov/news.release/disabl.t01.htm
https://www.bls.gov/news.release/disabl.t01.htm
https://www.washington.edu/doit/finding-gold-hiring-best-and-brightest
https://askearn.org/page/business-benefits-of-neurodiversity
https://askearn.org/disability-inclusion-matters/
https://askearn.org/disability-inclusion-matters/
https://askjan.org/blogs/jan/2019/07/disability-in-the-workplace-old-school-new-school.cfm?csSearch=3759621_1
https://online.maryville.edu/blog/career-guide-for-college-students-with-disabilities/
https://www.naceweb.org/store/2020/internship-and-co-op-report/
https://www.ncsl.org/research/labor-and-employment/work-matters-making-progress-in-employment-for-people-with-disabilities.aspx#intro
https://www.ncsl.org/research/labor-and-employment/work-matters-making-progress-in-employment-for-people-with-disabilities.aspx#intro
https://smallbusinessatwork.org/tool/7/playbook
https://www.dol.gov/sites/dolgov/files/odep/pdf/inclusiveinternshipprograms.pdf
https://ood.ohio.gov/wps/portal/gov/ood/information-for-employers/employer-resources/07-inclusive-hiring-applicants-with-disabilities-training
https://ood.ohio.gov/wps/portal/gov/ood/information-for-employers/employer-resources/Supervisors-And-Title-I-Of-The-ADA
https://ood.ohio.gov/wps/portal/gov/ood/information-for-employers/employer-resources/top-10-accessibility-resolutions
https://www.facebook.com/watch/live/?v=1323164611219091&ref=watch_permalink
https://www.eeoc.gov/sites/default/files/migrated_files/eeoc/interagency/employing_people_with_disabilities_toolkit_february_3_2015_v4-2.pdf
https://www.eeoc.gov/sites/default/files/migrated_files/eeoc/interagency/employing_people_with_disabilities_toolkit_february_3_2015_v4-2.pdf
https://www.atia.org/home/at-resources/what-is-at/resources-funding-guide/
https://www.irs.gov/businesses/small-businesses-self-employed/tax-benefits-for-businesses-who-have-employees-with-disabilities
https://askjan.org/topics/costs.cfm
https://askjan.org/topics/Funding.cfm
https://smallbusinessatwork.org/tool/7/playbook
https://ood.ohio.gov/wps/portal/gov/ood/information-for-employers
https://ood.ohio.gov/wps/portal/gov/ood/information-for-employers/employer-resources/navigating-the-reasonable-accommodation-process
https://ood.ohio.gov/information-for-employers/employer-resources/Employers-ADA-Handbook-Title-I-Overview
https://ood.ohio.gov/wps/portal/gov/ood/individuals-with-disabilities/services/vocational-rehabilitation
https://ood.ohio.gov/wps/portal/gov/ood/individuals-with-disabilities/oodworks/welcome
https://dcmp.org/learn/static-assets/546_internship-and-field-experiences-for-individuals-who-are-deaf-or-hard-of-hearing.pdf
https://www.dol.gov/agencies/odep/program-areas/mental-health/maximizing-productivity-accommodations-for-employees-with-psychiatric-disabilities
https://www.dol.gov/agencies/odep/program-areas/mental-health/maximizing-productivity-accommodations-for-employees-with-psychiatric-disabilities
https://www.eeoc.gov/foia/eeoc-informal-discussion-letter-231
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• U.S. Equal Employment Opportunity Commission. “Enforcement Guidance on Reasonable Accommodation and 
Undue Hardship under the ADA” 

Reasonable Accommodation Examples 
• ADA National Network: https://adata.org/national-network 
• ADA National Network. “Reasonable Accommodations in the Workplace”  
• ADA National Network. “The Americans with Disabilities Act Questions and Answers” 
• American Occupational Therapy Association. “Returning to Work with Cognitive Impairments” 
• Assistive Technology of Ohio. “Device Lending Library” 
• Employer Assistance and Resource Network on Disability Inclusion. “Internships” 
• Employer Assistance and Resource Network on Disability Inclusion. “Workforce Recruitment Program (WRP)” 
• Great Lakes ADA Center: http://www.adagreatlakes.org/ 
• Job Accommodation Network. “A to Z of Disabilities and Accommodations”  
• Job Accommodation Network: https://askjan.org/  
• Job Accommodation Network. “Technical Assistance Manual for Title I of the ADA” 
• Job Accommodation Network. “The JAN Workplace Accommodation Toolkit” 
• Northeast ADA Center. “The Small Business at Work Toolkit” 
• OCALI. “Lending Library” 
• Office of Disability Employment Policy. “Inclusive Internship Programs: A How-To-Guide for Employers” 
• Ohio Developmental Disabilities Council. “Technology Lending Programs Guide” 
• Opportunities for Ohioans with Disabilities. “The Employers’ ADA Handbook Session 1 – Title I Overview” 
• Opportunities for Ohioans with Disabilities. “Vocational Rehabilitation” 
• Opportunities for Ohioans with Disabilities. “Welcome to OODWorks”  
• U.S. Equal Employment Opportunity Commission. “Enforcement Guidance on Reasonable Accommodation and 

Undue Hardship under the ADA” 
• U.S. Equal Employment Opportunity Commission. “The ADA: A Primer for Small Business” 

  

https://www.eeoc.gov/laws/guidance/enforcement-guidance-reasonable-accommodation-and-undue-hardship-under-ada#intro
https://www.eeoc.gov/laws/guidance/enforcement-guidance-reasonable-accommodation-and-undue-hardship-under-ada#intro
https://adata.org/national-network
https://adata.org/factsheet/reasonable-accommodations-workplace
https://adata.org/guide/americans-disabilities-act-questions-and-answers#:%7E:text=Under%20title%20I%2C%20an%20employer,that%20individual's%20specific%20medical%20needs.
https://www.aota.org/About-Occupational-Therapy/Professionals/WI/Cognitive-Impairments.aspx
https://atohio.org/
https://askearn.org/page/internships
https://askearn.org/page/workforce-recruitment-program
http://www.adagreatlakes.org/
https://askjan.org/a-to-z.cfm
https://askjan.org/
https://askjan.org/publications/ada-specific/Technical-Assistance-Manual-for-Title-I-of-the-ADA.cfm?csSearch=2913485_1#spy-scroll-heading-32
https://askjan.org/toolkit/index.cfm
https://smallbusinessatwork.org/tool/7/playbook
https://www.ocali.org/project/lending_library
https://www.dol.gov/sites/dolgov/files/odep/pdf/inclusiveinternshipprograms.pdf
https://ddc.ohio.gov/Resource-Library/Technology-Lending-Programs-Guide
https://ood.ohio.gov/wps/portal/gov/ood/information-for-employers/employer-resources/Employers-ADA-Handbook-Title-I-Overview
https://ood.ohio.gov/wps/portal/gov/ood/individuals-with-disabilities/services/vocational-rehabilitation
https://ood.ohio.gov/wps/portal/gov/ood/individuals-with-disabilities/oodworks/welcome
https://www.eeoc.gov/laws/guidance/enforcement-guidance-reasonable-accommodation-and-undue-hardship-under-ada#intro
https://www.eeoc.gov/laws/guidance/enforcement-guidance-reasonable-accommodation-and-undue-hardship-under-ada#intro
https://www.eeoc.gov/laws/guidance/ada-primer-small-business#reasonable
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OOD’s Business Relations Team – see map on final two pages 
• Jon Hackathorn, Manager, Ohio Vocational Apprentice Program and State of Ohio Agencies 

o Phone: 614-306-1744 
o Email: jon.hackathorn@ood.ohio.gov  

• Cynthia L. Crews, Business Relations Specialist in Southwest Ohio 
o Phone: 513-309-5140 
o Email: cynthia.crews@ood.ohio.gov 
o Counties served: Adams, Brown, Butler, Champaign, Clark, Clermont, Clinton, Darke, Fayette, Greene, 

Hamilton, Highland, Logan, Madison, Miami, Montgomery, Preble, Shelby, Union, and Warren 
o Career Development Specialist: Dustin Schwab 
o Colleges/Universities served: Central State University, Miami University, University of Cincinnati, 

Wilberforce University, and Wright State University 
• Michael Hoag, Business Relations Specialist in Northeast Ohio 

o Phone: 216-210-7584 
o Email: michael.hoag@ood.ohio.gov 
o Counties served: Ashtabula, Cuyahoga, Geauga, Lake, Medina, Portage, and Summit 
o Career Development Specialist: Kris Wray 
o Colleges/Universities served: Cuyahoga Community College, Kent State University, and The University of 

Akron 
• Kelly Jordan, Business Relations Specialist in Southeast Ohio 

o Phone:   614-204-4951 
o Email: kelly.jordan@ood.ohio.gov 
o Counties served: Athens, Delaware, Fairfield, Franklin, Gallia, Hocking, Jackson, Lawrence, Meigs, Monroe, 

Morgan, Perry, Pickaway, Pike, Ross, Scioto, Vinton, and Washington 
o Career Development Specialist: Dustin Schwab 
o Colleges/Universities served: Columbus State Community College, Ohio University, and The Ohio State 

University 
• Ron Klonowski, Business Relations Specialist in East Central Ohio 

o Phone: 330-312-4051 
o Email: ronald.klonowski@ood.ohio.gov 
o Counties served: Ashland, Belmont, Carroll, Columbiana, Coshocton, Crawford, Guernsey, Harrison, Holmes, 

Jefferson, Knox, Licking, Mahoning, Morrow, Muskingum, Noble, Richland, Stark, Trumbull, Tuscarawas, and 
Wayne 

o Career Development Specialist: Dustin Schwab, Kris Wray 
o Colleges/Universities served: Central Ohio Technical College, Stark State College, and Youngstown State 

University 
• Jill Simpson, Business Relations Specialist in Northwest Ohio 

o Phone: 419-277-4894 
o Email: jill.simpson@ood.ohio.gov 
o Counties served: Allen, Auglaize, Defiance, Erie, Fulton, Hancock, Hardin, Henry, Huron, Lorain, Lucas, 

Marion, Mercer, Ottawa, Paulding, Putnam, Sandusky, Seneca, Van Wert, Williams, Wood, and Wyandot 
o Career Development Specialist: Kris Wray 
o Colleges/Universities served: Bowling Green State University, Lorain County Community College, and The 

University of Toledo 

mailto:jon.hackathorn@ood.ohio.gov
mailto:cynthia.crews@ood.ohio.gov
mailto:michael.hoag@ood.ohio.gov
mailto:kelly.jordan@ood.ohio.gov
mailto:ronald.klonowski@ood.ohio.gov
mailto:jill.simpson@ood.ohio.gov


 

15 
 Revised April 13, 2022 

 
 



 

16 
 Revised April 13, 2022 

 
 


	Hiring College Graduates and Students with Disabilities: Learner’s Guide
	Table of Contents
	Overview        Page 2
	Ohio College2Careers Program    Pages 2-3
	Disability Inclusion in the Workplace   Pages 3-6
	Overview of Reasonable Accommodation  Pages 6-8
	Examples of Reasonable Accommodations  Pages 8-12
	Conclusion        Page 12
	Resources        Pages 12-17
	Presented by:
	Name:  Dustin Schwab    Kristin D. Wray
	Title:  Career Development Specialist  Career Development Specialist
	Office:  614-813-4649     Office:  330-815-3504
	Email:  Dustin.Schwab@ood.ohio.gov  Email:  Kristin.Wray@ood.ohio.gov
	Name
	Title
	Name  Julie Zeigler Wood, OTR/L, ADAC
	Title  Worksite Accessibility Specialist
	Occupational Therapist Registered/Licensed
	ADA Coordinator
	Office:  614-205-5898
	Email:  Julie.Wood@ood.ohio.gov
	Website: www.ood.ohio.gov



	Overview
	Ohio College2Careers Program
	Disability Inclusion in the Workplace
	Overview of Reasonable Accommodation
	Examples of Reasonable Accommodations
	Reasonable Accommodations in the Workplace
	Success Stories of College Graduates and Interns with Disabilities in the Workplace

	Conclusion
	Resources
	Ohio College2Careers
	Disability Inclusion
	Reasonable Accommodation Overview
	Reasonable Accommodation Examples
	OOD’s Business Relations Team – see map on final two pages


