
 

 

 

Episode 8: Increasing Disability Inclusion - With Carol 

Glazer, President of the National Organization on 

Disability 
 

Voice Over: 

Welcome to Let’s Get to Work: Reimagining Disability Inclusive 

Employment Policy, brought to you by the Burton Blatt Institute at 

Syracuse University. And now here's your host, Michael Morris.  

 

Michael Morris:  

Welcome to another episode of our podcast series ,  “Let’s Get to Work: 

Reimagining Disability Inclusive Employment Policy.” I  am your moderator, 

Michael Morris. And I am so pleased today, to be joined by Carol 

Glazer who, for 13 years, has served as president of the National 

Organization on Disability. She has literally transformed that 

organization into a powerhouse of working with leading corporations 

and employers across the country, creating resources and helping all  

of us learn: What does it mean to have disability workforce inclusion? 

Carol holds a Master's Degree in Public Policy from Harvard's John F. 

Kennedy School of Government, and just excited that you're going to 

be with us today and have this conversation.  

 

 

Carol Glazer:  

Thank you, Michael. It 's a pleasure 



 

 

 

 

Michael Morris:  

So, let's jump right in. NOD recently celebrated 40 years. It's amazing. 40 years of 

working collaboratively with employers to change corporate culture, and advance 

employment outcomes for individuals with disabilities nationwide, not all of our 

listeners are probably familiar with NOD, and maybe you can share some about its 

history, its mission, and the amazing work of some of the leaders that have been on 

your board and your corporate Advisory Council 

 

Carol Glazer: 

Thank you, Michael. And it really is a pleasure to be here. I appreciate this 

opportunity. So yeah, 40 years, a lot has changed about our field in 40 years and 

NOD has been part of that movement. We started, as many disability organizations 

in this country did, as a kind of rough and tumble advocacy organization with –– this 

was 10 years before the ADA. So, no curb cuts. Now talking ATM machines. The 

world looked very different for people with disabilities at that time. The two things 

that God did early in our life where the so-called Harris gap surveys, which measure 

the gaps between people with and without disabilities along 10 quality of life 

indicators, everything from digital accessibility to voting to socializing with 

neighbors. Education was one of those variables; employment was the most 

stubborn of them. And that's why we have sort of bet the ranch in more recent 

years on employment. But we've also been a traditional advocacy organization 

working on Capitol Hill working on the ADA and all the other legislation that came 

about starting in the early 80s, all the way up until the present. We've always had a 

corporate slant, we had a CEO counsel, so-called for many years of CEOs who are 

willing to lend their name to the cause. And when I came on board, and I looked 

around to see what was not present in our field, I saw terrific advocates, terrific 

research organizations like Burton Blatt Institute, very good organizations that were 

providing services to people with disabilities, but nobody working on the demand 

side, if you will, of the labor force equation thinking of a work as and thinking of 

talent as a supply and demand issue. And we have a lot of our companies who were 

saying, we want to hire more people with disabilities, we just don't know how to do 

it. And so, we positioned ourselves on that side of the labor force equation early on, 

actually starting in about 2009, when it wasn't invoked to do that. And we started 

with the demonstration program. We started with Lowe's, the Home Improvement 



 

 

industry and their distribution centers, we help them fill about 450 jobs over the 

course of a three-year period. We started with about half that number in 18 

months. And we had a lot of success. We -- our theory was if you want to get to 

scale, you have to work with employers, and you have to meet their workforce 

needs rather than apply to them appealed to them as a charity. So that's where 

we've been and that's where we are today. And that's the role of companies today. 

Our board is made up of CSuite executives from just about every industry sector. 

 

 

Michael Morris: 

One of the individuals who's played such an important role and just has stepped 

down as chairman of the board is former Governor Tom Ridge, also former Director 

of Homeland Security. Can you talk a little bit about what his vision and his 

participation has meant to NOD? 

 

Carol Glazer: 

Yeah, you know, it's funny, wherever I go. In my job, I run into people who have 

known Tom in various capacities. He's a man who's been intensely dedicated to 

public service for his whole career, not only 16 years in Congress, but and Secretary 

of Homeland Security governor of the state of Pennsylvania. So, his life is about 

public service. And his value system is about egalitarianism and social justice. And 

people, people will sometimes say that he is a so-called Rhino Republican. That's 

just fine for me and I think for the rest of us, because disability has been a cause 

that's been near and dear to his heart. He is a terrific leader and a terrific manager. 

And he really bought into the view that somebody like NOD, if we placed ourselves 

on the demand side of the labor force equation, we could really make a difference. 

And so, it was really, we've been business partners. Now for 16 years, I was a 

consultant to NOD before taking over as CEO. And it's really our collective vision 

that has shaped the mission and the and the current strategy of NOD. And I just 

can't say enough about somebody who does all the things he does for exactly the 

right reasons.   

 

Michael Morris: 



 

 

Maybe you can tell us a little bit more about how your life experience shaped your 

vision, and NOD’s extraordinary collaborations with employers and others in the 

disability community. 

 

Carol Glazer: 

Sure Michael, I think it's probably true for most people with dis- with -- who are part 

of our movement, that we have a personal experience of some sort with disability 

either as a parent or as a person with a disability ourselves. In my case, it's both. My 

first son was born with hydrocephalus 30 years ago and had a lot of medical 

complications early in his life. He had 12 brain surgeries in his first year of life. And 

he's had we've sort of lost count, but I think it's somewhere in the 30 to 40 range of 

hospitalizations and surgeries over the course of his life. I've been his advocate, I've 

been the so-called CEO of Jacob Inc, as a call myself, although a self-advocate 

pointed out to me recently that I'm not really the CEO of Jacob, Inc. That's Jacob’s 

job. I'm the COO of Jacob, Inc. But regardless of the metaphor that you use, 

anybody who's a parent knows that it consumes a huge chunk of your time, I was 

diagnosed with Post Traumatic Stress Disorder in 2012. I learned as I was 

researching that diagnosis, that 30% of all children will be hospitalized at any point 

in time, and that 50% of their mothers will be diagnosed with chronic depression, or 

anxiety disorder or post-traumatic stress disorder. There's actually something 

called parental PTSD. So, I am speaking to you as somebody who is both a mother 

and also an individual myself with a mental health disability.  

 

Michael Morris: 

Thank you for, for sharing that with us, Carol. There's no question, like so many of 

us, that, that life experience has truly helped shape your vision and made a 

difference for what you have so successfully accomplished with NOD. One of the 

things that is really exciting that NOD embarked on was the creation of an 

employment tracker scorecard which benchmarks companies against participating 

companies and key areas of inclusion. Can you share with our listeners who may 

not be familiar with, with the tracker scorecard? What are the areas of focus? And 

how has this become really a lynchpin for individual companies to really be able to 

in a quantitative way to improve employment practice and policy? 

 

Carol Glazer: 



 

 

Yes, it's a great question. And, you know, it's so important as an advocacy 

organization, and a disability rights organization. First and foremost, I know you can 

appreciate this, Michael, because I know you, you live this in your own professional 

life, data is really important. We have to be able to talk to employers with credibility, 

we have to talk not in a subjective way, but in an objective way. And we knew that 

the only way to do that was going to be to collect data and be able to recite that 

back to companies in order to make improvements in their disability workforce 

inclusion practices. So, we invented the tracker as a means of doing that. We now 

have more than 200 companies who fill out the tracker survey every year. It is 

strictly devoted to workforce, it is a confidential self-assessment tool. It's a 

benchmarking tool. So, we sort of play into the inherently competitive nature of 

businesses who come and want to be in our top quartile. Because those are the 

companies that get the award. So, of the 200 companies, only 50 of them will get 

our leading disability Employer Award. The six areas that we look at of workforce 

inclusion are strategy, climate and culture, people practices, talent, sourcing, talent, 

metrics, and workplace tools and accessibility. And we've, we're in the 10th year 

now of the of the tracker, it's a 100-question, give or take survey. And it's pretty 

much a list of best practices. And the correct answer to most questions is yes. And 

so many companies use it to guide their own workforce inclusion efforts, and we 

never hear from them again. And that's fine with us. It's a free tool. And if 

companies are using it to chart their own course, that's absolutely fine. And most 

companies who take the tracker year over year show marked improvements year 

over year. So those are the six areas that we have deemed to be the most effective 

and the most important in generating talent outcomes.  

 

Michael Morris: 

Can you for our listeners, point out which practices are most highly linked to strong 

talent outcomes? 

 

Carol Glazer: 

And thank you for that question, because we had been able to correlate practices 

to talent outcomes, the outcomes that we look at are the lifecycle outcomes; we 

start with the attraction, recruitment, hiring, and then retention and promotion. Self 

ID is the holy grail. As we all know, it's what the Department of Labor requires, if 

you're a federal contractor, but more importantly, self ID rate is a really good gauge 

of trust, and how employees feel about disclosing to their employers who they are. 



 

 

And we know that disability is still highly stigmatized, only 3%, on average, of 

employees will disclose a disability. And that contrasts with the 20 to 25% of people 

that we know are in the general population with disabilities. So, we know self ID is 

so very important. And we know it's a really good gauge of how far we have to 

come. If you look at the general practices, and this is correlation, this is not 

causation. If you look at it, there are really four that seem to come up in every 

phase of the lifecycle. Tracking is the first 80% of companies who take the tracker 

survey track outcomes for other diversity segments besides disability. Only 40% of 

those same companies are tracking talent outcomes with respect to disability. So 

once again, going back to those gaps, we can see that there is a workforce that is 

not disclosing their disability. And there are employers who are not taking the 

necessary steps to get employees to disclose their disability, regardless of self ID 

campaigns, very important on the self ID topic to say that self ID campaigns do 

nothing to generate increased self ID rates unless they're accompanied by other 

practices. So the four that we have seen starts with tracking those 40% of 

companies who are tracking disability outcomes have three times the self ID rates, 

as the 80% of companies who are not tracking to disability, but are tracking other 

diversity segments, three times the rate of self ID if you're tracking talent outcomes 

for disability, second really big theme on correlates is having an intranet and a 

landing page that is WCAG compliant, that is accessibility guidelines compliant. You 

have to have accessibility of your first encounter that people have that job seekers 

have with your organization, whether it's looking at your landing page or looking 

trying to look at for themselves on your website. WCAG compliance is correlated 

with most talent outcomes. Third, is disability specific strategy for all spate phases 

of the lifecycle. Just comes goes, goes – almost goes without saying that if you don't 

have a strategy, you're just not going to do as well in your outcomes. And then the 

fourth practice is having accommodation policies that are transparent, that are 

reviewed regularly, that are efficient, and easy to access, that are interactive and 

involve the worker, the supervisor, and HR. And we have specific questions on all of 

those practices in the tracker survey. And we can equate all of those four that I 

mentioned, are sort of the big hitters for the various aspects of lifecycle that are 

linked to talent outcomes. Now, I don't know, Michael, if you want to get into any of 

the particulars besides those four, but I'm happy to do that.  

 

Michael Morris: 

I know, even though the first studies were done by our colleague and friend, Peter 

Blanck, on the cost of accommodation, cost seems to still be one of these hurdles 



 

 

for many, many companies. Have you learned from the tracker system, sort of 

effective business practices that really both respond to cost issues, improve the 

approach and process to reasonable accommodation, and as result lead to 

employees in terms of the lifecycle being retained? 

 

Carol Glazer: 

Yeah, if you go all the way back to the beginning of the lifecycle, the practice of 

having an intranet, enter, and a recruiting website, compliant with WCAG 

guidelines, shows up from the very beginning. So if you have that accessibility, that 

digital accessibility of your website, you get more job applicants, you get more new 

hires, you get more promotions, and you get retention. And it's not simply the 

accessibility of your website, per se. But companies who tend to comply with WCAG 

also have accessibility, accessible business practices, things like accessible 

meetings, things like PowerPoint presentations, that's the common language in 

business today. I don't know how many people realize, but PowerPoint is not a 

particularly accessible language to use to communicate. It is if you don't have a 

disability if you don't have a visual impairment, but it isn't for people with visual 

impairments. And so if there's a way of translating PowerPoint into an accessible 

language that most companies don't use, and you see a lot of correlation between 

companies that are WCAG accessible, and companies who have accessible business 

practices, but again, we know that those that that type of accessibility, and that 

goes beyond digital accessibility, but includes digital, is the most high - one of the 

four most highly correlated practices, it's a little bit expensive, because we know 

that to be digital access - digitally accessible, you really have to have, you have to 

make an investment, you have to make an investment in the front end, some 

people may be familiar with the term born accessible. That is that rather than 

retrofitting systems that have started out not to be accessible, and having to come 

back and fix them, or put an overlay over them, which tend to be very cumbersome, 

very difficult to use, very difficult to access, that when you're doing something from 

the beginning, when you're it's born accessible, you're gonna get a much better use 

and a much better accessibility for people who need it. But that's a little bit more 

expensive than going back and grandfathering in your old practices and trying to 

retrofit them to visa. And Charles Katherine of our staff, who is blind and has a lot 

of experience with all types of accessibility for visual impairments, uses the term 

accessible-ish. He says that so much of business practices are accessible-ish, but 

very few companies are really, really fully accessible in all of their business 

processes. 

 



 

 

Michael Morris: 

So, in addition to the strong point you just made about accessibility, what are some 

other leading practices companies seem to be slower to adopt? 

 

Carol Glazer: 

The tracking one, I think, is the most significant. It is so stark. The difference 

between 40% of the 200 companies who take the tracker and the 80% who do track 

those, sorry, 40% who do track disability outcomes, and 80% who do not, but track 

other outcomes and 80% is a big number. So, they have figured out how to track 

Blacks, and how to attract Latinos. and women and more and more are tracking 

LGBTQ individuals. Disability, like so many in so many other areas, disability is sort 

of the the forgotten stepchild sort of tagging along behind the other ones. And that 

80% versus 40% number really says it all. And then when you pair that, with that 

40% of companies who are getting three times the self ID rates of the 80%, who are 

not tracking, you see that tracking is a very strong correlate, because once you start 

tracking, you have to report it. And once you start reporting it to senior 

management and others who care about these things, you start becoming more 

self-conscious. And you start you start taking this- the other steps that are so 

important, and then accommodations policies, I would not I would say that 

companies are in various stages of adopting accommodation policies. But having 

ones that are explained to people on their first day of work is a practice that 

companies are slow to adopt practices that are reviewed regularly is another one, 

practices that are interactive. And so, it's not just it's a policy, here's the policy, we 

have a centralized accommodations pool, which more and more companies are 

adopting, although I would just put an asterisk on that, and say that the jury's still 

out on whether central accommodations policies are a good idea. Because whether 

even though you're taking it out of the hands and the budgets of individual 

managers, you're putting it into a much more bureaucratic approach to having to 

access those accommodations. But regardless whether it's centralized or not, 

companies are in fact slower to adopt that practice as well. 

 

Michael Morris: 

We're still in the COVID era, it hasn't completely gone away, new strands appear. 

Yet, in 2022, there are more job openings now than in the last 20 years. How is 

NOD working with companies to be more strategic in their recruitment and hiring 

of workers with disabilities? We're actually seeing again, data, as you talked about, 



 

 

that's so important and we know to is so important. The numbers are creeping up 

not, not, you know, in a gigantic, big movement, but they're definitely moving up in 

terms of employment participation in the labor force. What ways NOD is trying to 

work with companies to increase their understanding and utilization of talent pool 

of people with disabilities? 

 

Carol Glazer: 

That's a really great question, because strategy is kind of the name of the game, 

isn't it? If you don't have one, you don't know where to start, you don't know where 

to go, you don't know how to measure your progress. So, strategy is so important. 

And it does turn out to be one of the correlates of better employment outcomes. 

We start with, particularly with a member of we have a leadership council of 64 

companies who are part of our network their companies who want to be--either 

want to be thought of as leaders among their peers, or who want to become 

leaders among their peers in workforce and disability workforce inclusion. With 

each of those 64 companies, we will sit down with them after they've taken the 

tracker survey and do what we call a debrief with them. We'll take their scorecard 

which is what is produced when they take the survey. And we will sit with them and 

their senior leaders for an hour to an hour and a half and download all of the 

results on the Tracker. We’ll show each company where they are in relation to the 

average on each of those six areas that we measure, we'll show how they compare 

to the average of the 200-plus companies and how they compare to the top quartile 

and performance in each of those six areas. So, the first thing that we're doing 

besides simply administering the tracker, which as I said of itself, because it's a list 

of 100 best practices, can give many companies a roadmap about where to start 

and where they end where to point themselves and how to develop a strategy. 

We'll go a deeper dive into companies tracker results. And those conversations 

often lead to a strategy by themselves. We will for companies who want it. We will 

do a deeper dive into this tracker, tracker scorecard and look at the results and look 

at the correlates and help them plan a strategy. We will also one of the correlates of 

of good employment outcomes is training and that's--that's both disability 

awareness training for the general workforce, as well as manager training on things 

like how to oversee how to recruit and how to oversee people with disabilities, 

explaining the ADEA. And explaining what, what types of actions managers can and 

should not take with their disabled employees. Those are the ways that we help 

companies be more strategic in their recruitment. It's a highly focused, highly 

targeted agenda, but really does get results that we can see. And we can measure 

those results with the tracker now 



 

 

 

Michael Morris: 

as you know, NIDILRR, National Institute on Disability Independent Living and 

Rehabilitation Research is fact a- 

 

Carol Glazer: 

Mouthful. It is a mouthful. 

 

Michael Morris: 

NIDILRR- It just rolls off the tongue, doesn’t it - is funding researchers at Burton 

Blatt at Syracuse, Rutgers, Harvard, to study disability inclusive employment policy. 

What does disability inclusive employment policy mean to you? And why is it so 

important to employers and individuals with disabilities in the economy? 

 

Carol Glazer: 

That's such a great question. The economy--oh, my God. We do know, we do know 

that the that the economy benefits from every single talent that is available. And we 

do know that employers have been slowest to tap into that talent pool of disabled 

job seeker, and they're slower than any other diversity segment. The NIDILRR 

project that we're involved in right now, I think is so critical. Again, Michael, I'm a 

data geek, I think you can, you probably relate to that, in some ways yourself. And 

so there has never been a randomized controlled trial design of research and 

disability employment. And this is the first of its kind, that will actually work with 

three employers that we're starting out with. And we're hoping to work with 

another three-to-five down the road, that will put an intervention in place, 

administer a pre-test, administer a post test, and actually measure the results of 

interventions that we're going to test out with these three companies. It's a very 

important piece of research. And I think it really does shape so much of what is 

considered effective practice, and so much of what types of policy should be 

promoted. Because right now, there's some research around, it's good research. It's 

solid research, but it is not as scientifically rigorous as a randomized control trial. 

So, we're kind of basing policies on what the majority of companies have learned, 

what we know, impressionistically, what we know through surveys, like the tracker, 

but this is the first randomized control trial, I think it's gonna have huge 

implications for all of what we do as disability organizations, but more importantly, 



 

 

what government does, in the laws that it passes, and in the policies that it 

enforces. 

 

Michael Morris: 

Well, thank you for sharing that with our listeners, it does take us over into the 

public policy round, because if we can have more empirical evidence of, of what 

interventions work, what interventions don't work, that should impact our public 

policy. And, and today, and for more than 50 years now, we have public policies 

that both serve as barriers, but also serve as facilitators to employment and 

economic advancement for people with disabilities. What public policies do you 

believe are being successful and encouraging companies to hire people with 

disabilities? And what do you think are policies holding people with disabilities 

back? 

 

Carol Glazer: 

Well, you know, I think, and this is highly personal for me, because I've kind of bet 

the ranch--we at NOD kind of bet the ranch on the 503 rule change that was signed 

by President Obama in 2013. That's got the 7% workforce requirements for federal 

contractors. We know that we still have a ways to go but isn't it terrific to have--

we’re at 3%. The population has 20 to 25% people with disabilities and all the 

Department of Labor is asking for is 7%. But we still can't even meet that. So, we 

know we still have a ways to go. But I think because, you know, federal contractors 

employ 75% of the workforce. It was a good target to target federal contractors and 

it's like so many other of the laws that had been passed like Section 504 of the 

Rehab Act, which was a precursor to the ADEA and was published in the 1970s. We 

know that regulatory reforms that target the companies that the government can, I 

don't want to say control, but the government can influence are the ones that, that 

are effective. On the other side of the ledger, Michael, you ask what's going to hold 

us back. And I think we all know, and I know, at a deeply personal level from friends 

of, of my son, who say they're working, but they're only working part time because 

they can't afford to work full time, that the whole system of disincentives the whole 

system that we have, of keeping people with disabilities trapped in poverty. And 

this is something Michael, that you have done so much of in helping all of us 

appreciate the ABLE Act. And I would cite that as another law as another federal 

policy that has tremendous implications to lift that savings cap of $2,000 has 

tremendous implications to helping people be successful in the workplace, if they 

can save money from working to buy a house or getting an education and 

ultimately just save it just for their own purposes. We know that's going to have a 



 

 

tremendous impact. And the contrary, the flip side of it is, as long as we're keeping 

people trapped in poverty, mostly inadvertently, through federal policy, it really 

suggests we got it, we got to deal with those disincentives sooner or later. I know 

it's, it's sort of, you know, a big boulder in the road, and having lived through 

welfare and worked on welfare reform in the 1990s, I can tell you that there are 

going to be advocates on both sides of that issue. And it's not going to be an easy 

one to take on. Because a lot of advocates want to keep things just the way they are 

and worried that changing things is going to penalize people. And there's enough 

data to suggest that does happen with reform often. But I think we learned with 

welfare reform which carried with it workforce incentives, you know, I think there 

are ways of abolishing disincentives that can work effectively. And that's really what 

we have to work on. If we're going to get to the big numbers eventually. 

 

Michael Morris: 

At NOD, you, as you mentioned, not just working with corporations--you've, you've 

done a lot of work as you sit around 503 and other, other public policies, you clearly 

see the importance and the connection between corporate behavior and the 

policies that we have. And as well as the decision making that adults with 

disabilities have to make and families have to make dealing with these kinds of 

disincentives, as you mentioned, and done a lot of work on that, that compelled 

people to not work more hours not think about career advancement. If you had a 

magic wand and had the power to change one policy, where would you focus? 

Where would you focus that, that effort? 

 

Carol Glazer: 

I would take on the disincentives in SSI and Medicaid to working. No one should 

ever say, I can't afford to work. There's just something bizarre almost in that 

statement. When I hear friends of my son's talking that way, it's like screeching on a 

blackboard. And so, you know, we're dealing with sub minimum wage now. That's a 

very antiquated provision of the Fair Labor Standards Act that goes all the way back 

almost a century, 1939. Why are we today, in 2020, dealing with almost an 80-year-

old policy that is still on the books. And that suggests that we, we really have a way 

to go to tackle the stigma, the tyranny--we call it at NOD--the tyranny of low 

expectations, attitudes, and fundamentally, I think what all of us are doing, 

including those who are 100% working on policies, is, is trying to change attitudes. 

And once we can lift that tyranny of low expectations and once we can lift the 



 

 

assumption that people with disabilities can't work as can't work period or can't 

work as productively or don't deserve to make as much money as everybody else 

until we can debunk the notion that people can't work, you know, I don't think we're 

going to get very far. 10% of our budget every year goes to communications. And 

there's explicitly because we know that attitude change is going to be so central to 

changing policy, to changing expectations, to changing behaviors 

 

 

Michael Morris: 

The mental health challenges have, have really increased during COVID. And that's 

both for individuals without disabilities as well as individuals who may have had a 

primary diagnosis or other type of disabling condition. Are you learning from 

companies, how they're responding to the mental health challenges that are that 

are being presented in the workplace? 

 

Carol Glazer: 

To me, that is the next horizon. In our field, we know that the numbers are north of 

30% of workers are experiencing anxiety and depression, or both in the workforce. 

So, these are people who are still working, they're still functioning, but experiencing 

those mental illnesses, mental health challenges. And employers are, to their credit, 

by and large, really trying to figure this out. But we also know that mental illness is 

the most stigmatized disability. It's the one that people feel least confident about 

disclosing to their employers, and you know, the treatment for mental illness today, 

given modern pharmacological and modern therapy techniques, the treatments for 

mental illness are very inexpensive, but you have to be willing to come forward and 

disclose a disability, if or if to nobody else to your, to your local pharmacy, and to 

your doctor, in order to get treatment. And until we can break that cycle of stigma, 

leading to people's keeping mental illness under wraps, leading to in the worst 

case, suicide--until we can break that cycle, and develop let employers know the 

practices that are most effective and let each other know the policies that are most 

effective, we're not going to break through and that number is just going to 

continue to skyrocket because we haven't gotten out of the. the whole COVID cycle 

of fear and uncertainty, and, and experience with COVID in our own homes and 

families. And until we can deal with that, we're gonna--this 30% number is just 

going to be with us and just could continue to grow. So you know, it starts with 

stigma. And we have a lot of work to do to figure out what works. Once we are able 



 

 

to debunk some of those, you know, misconceptions. Even once we get there, 

there's still a lot that we need to learn about the mental health interventions that 

are most effective. That's one of the things that we want to try with our new neither 

grant with you and others, Michael, are certain types of interventions going to be 

more effective, particularly those that train people, so they better understand 

mental illness, and so that we're demystifying that mental illness. Those are the 

kinds of things that research needs to start working on now, because not very 

much is known about the practices, the employment practices, and the and the 

public policies that work to reduce mental illness in the workplace. 

 

 

 

Michael Morris: 

Let me close with one final question. No one can really predict anything about the 

future, given the turbulent times that we live in. But if you were to look ahead over 

the next five years, what changes do you expect may occur? Are you optimistic, you 

know, what, what's your sense of changes in labor force participation, and 

economic gains to be made by people with disabilities? 

 

Carol Glazer: 

It's a great closing question. And I can only harken back, you know, I started my 

career in the 1970s into the 80s and was active in the civil rights movement. About 

10 years ago, I sat with other disability advocates are with the first black president 

of this country. And as somebody who started in the civil rights movement, and 

found myself years later in that position, I have to be optimistic. I look at what we 

achieved. I was also active in the women's movement and the anti-war movement, 

and you know that we were successful and achieved many gains with those 

movements. So, with that expense, and for me, it's kind of backing up the work that 

I do. I'm very optimistic, I think we have an enormous number of hugely talented 

people like yourself, Michael, who are in our field, who are just continuing to work 

and bring all of the sophistication they've gained in their years of work, as well as 

young people who have fresh and important ideas, the so called ADA generation, 

and even generation alpha, that we've got a lot of talent and a lot of creative people 

and hardworking people who are devoting themselves to our movement, I'm very 

optimistic that we're going to be making changes in the next five to 10 years, that 



 

 

are going to accelerate the changes we've seen in the last five to 10. And we have 

seen those changes as well. 

 

Michael Morris:  

There is more attention today than ever before, a lot of this I--I attribute to this 

current administration in a positive way--and that is about intersectionality is it's 

not just about people with disabilities, it's about people with disabilities, who are 

also Black or Latino, who are women, who are gay, who really have compounded 

challenges of multiple identities that devalue and separate, rather than looked at 

positive force. Is this an area that NOD has begun to explore? And are you seeing 

employers beginning to understand it's not just for recruitment of women, as a 

separate identity and, and disability separately, but understanding this, this whole 

notion of intersectionality of common identities, 

 

Carol Glazer: 

I'm very encouraged by what I see in both corporate America and in our movement, 

around intersectionality, you know. It's starting the word kind of gets stuck in your 

throat when you say it. And it started out as more of an academic concept and 

didn't have a lot of weight to it. It didn't have for me anyway it didn't have a lot of 

meaning. I remember thinking years ago, well, intersectionality is basically if you're 

black, you have problems. If you're disabled, you have problems. If you're both you 

have real problems. But the truth is, there's a lot more to it than that. And on the 

positive side of the ledger, there's a very healthy conversation going on about it. We 

just had a 40th anniversary celebration in Washington. And Dr. Anjali Pratt was for 

Pratt was our keynote speaker. And she actually got her PhD in psychology. And it's 

our her field of expertise is, is identity. And she speaks so eloquently about 

intersectionality and really brings it to life as a Black woman who's disabled herself. 

And who is a Paralympian, a medal winning Paralympian and has just busted all the 

myths that we have about people who fall into her demographic category. But 

corporate America is really talking a lot about this. And their business resource 

groups are having a lot of cross conversations. Some companies don't even have 

business resource groups that are that silo, different identities, because they so 

believe that identities, really crossover and that intersectionality has to be part of 

the conversation. But I think so much of this is again around attitudes and around 

thinking and our attitudes and our thinking just so influence our actions, that I'm 

encouraged that the conversation is so healthy, it's so commonplace that we're 



 

 

gonna start to see real action around it and real sensitivity and reduction and 

microaggressions and all this kind of subtle ways that people continue to 

discriminate against people who fall into certain demographic categories and 

discriminate more. You know, the people who are in racial and ethnic minorities, 

Black-- a Black woman who is disabled will usually embrace her race before she will 

embrace her disability and in embracing her race, she will be even less inclined or 

eager to disclose a disability. At for obvious reasons. It's just a lot harder. You have 

a lot more stereotyping and a lot more microaggressions to pierce through. You 

know we have we have quite a bit of work to do there but I'm very encouraged by 

what I hear in the conversation in corporate America around intersectionality so I 

feel like we're you know we're already starting to see action when attitudes are 

changed in that way. 

 

Voice Over 
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