Response to Minority Report
Submitted by Toby Olson, Governor’s Committee on Disability Issues

In multiple surveys covering several thousand employers over many years, those employers have consistently reported difficulty in identifying qualified applicants with disabilities as the single greatest barrier preventing them from increasing employment of people with disabilities. When those surveys have asked what services would help increase employment of people with disabilities, employers have consistently chosen assistance in identifying qualified applicants as the service that would be most beneficial. When employers are asked what steps they have taken to try to find qualified applicants who have disabilities, their top response is listing with American Job Centers. 
The employers and disability employment policy experts appointed by Governor Inslee to develop strategies for the Governor’s initiative to improve disability employment in this state have also identified the development of electronic pipelines to help employers, who are actively seeking applicants with disabilities, to find those applicants, as a top priority and immediate need. That Task Force has targeted the replacement of SKIES and Go2WorkSource as an especially timely opportunity to advance this goal that it would like to see pursued.  
Through this one simple step we can dramatically enhance the role and value of WorkSource in facilitating employment for people with disabilities. At the same time we will be improving the system’s responsiveness to two sets of customers, job seekers with disabilities, and employers who have been looking to WorkSource to help them recruit in that population.
Employment discrimination against people with disabilities is very real and far too common. However, it is not something employers generally devote time and resources to pursuing through convoluted, premeditated schemes. The system the majority is proposing, would require an employer to declare that it is proactively taking affirmative steps to increase its hiring of people with disabilities, before it would be allowed to search for matches among job seekers who have voluntarily elected to allow the fact that they have a disability be known to such an employer. In order for that system to be used to facilitate discrimination against people with disabilities, we have to imagine employers misrepresenting their intentions in order to be allowed to devote time and energy to search out potential matches to their job listings, just so they can deny those individuals opportunities. Employers have any number of more convenient, efficient and less morally challenging ways of discriminating against people with disabilities. Every one of those other ways of discriminating leaves less of a record of a pattern of practice that would put those employers at risk. It is important to remember that the same assertion of pursuing affirmative action that gains an employer access to this applicant list, would also allow that employer to entice other applicants to self-disclose their disabilities, regardless of the route the applicant took to the employer.
The law governing voluntary disclosure of disability information in these circumstance is reasonably clear. It would be a relatively simple matter to design and operate this added capacity in a manner that is fully compliant with that law. 
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