
Terri Hogan Testimony  

Good Morning Chairman Chabot, Ranking Member Velazquez and members of the 
committee. I am Terri Hogan speaking on behalf of Contemporary Cabinetry East, 
located in Cincinnati, Ohio.  My title is CEO and Chairman and we are a certified 
NWBOC (woman owned business).  We began as a very small family business in 
1984. My husband and I purchased the company from the family in 2003 and have 
grown the business steadily and today employ 70 individuals.  My husband, Paul 
and I volunteer in the special needs community and are raising our 17 year old son, 
Bayley, who has autism.  We understand the concern of families who are facing 
transition into adulthood and those who have already reached this stage.  “What 
happens now” is a question frequently asked. How can our children become 
independent members of the community? Thank you for this opportunity to speak 
before you to discuss inclusion in the small business workplace. We need to 
educate others so they begin to take the “dis” out of disabilities and replace it with 
“abilities”.    We also need to make small businesses aware of the huge untapped 
resource that is people with diverse abilities.  Hiring people who are physically, 
genetically or cognitively diverse is not just the right thing to do, it is the smart thing 
to do.   

EMBRACE AND CREATE AN INCLUSIVE AND SUPPORTIVE WORK ENVIRONMENT 

I began the venture and thought process of hiring individuals with “special abilities” 
over a year ago.   This began with contacting different agencies, giving them tours 
of our facility and lots of discussion and decisions. I met with agencies with 
employment programs such as Living Arrangements for the Developmentally 
Disabled, or LADD, for which I am on the board of directors, who is helping to lead 
a pilot inclusion initiative for small businesses for people with disabilities in 
Cincinnati with the local Chamber of Commerce and Starfire and their Director, Tim 
Vogt.  After the tour with Tim, he immediately thought of “Mike” who made the 
trip to be here with me today.    Once we went through the interview and hiring 
process, I planned a meeting with our current employees in preparation of Mike’s 
first day.  It was very important to me to stress to everyone that Mike is just like all 
of us, he has abilities and talents and he will be given regular tasks. They listened. I 



have attached to my written testimonial, many quotes and stories from various 
employees regarding Mike.  Mike has raised morale, brought community 
awareness, caused others to have broader perspectives and has developed many 
friends at CCE.  For the business, Mike has helped to develop a healthier “bottom 
line”; everyone works harder because of the example he sets.  To quote from a 
story in the Huffington Post, “winning at workplace diversity is not easy, but it is 
worth it”. You may ask, “What did you need to do to make this a success story”?  
First I will say we have a great company with talented and good employees.  
Leadership is important as well; talking with everyone ahead of time. There is also 
a “job coach” that stays on the job with the employee until that person can fade 
away. This person is paid by the agency that referred the employee. Below is a brief 
outline of steps that are important to take to help with your success stories: 

 Orientation for the new employee.  Work with the “job coach” regarding 
special accommodations needed. This would also include working closely 
with your local agencies involved. Mike had a job coach for a few months and 
after that he became very self-sufficient. 

 If needed and available have on-site or on the job training. 
 Talk to current employees about diversity and inclusion in the workplace. 
 Engage with the new employees and encourage current employees to 

interact as well (include at breaks and during lunch, ask what the new 
employee’s interests might be). 

 Some employers might be able to offer flexible working hours, design 
schedules that might work better for an employee to succeed; some call it 
“flexi-time”. Some may need to work during a “quiet” time to accomplish 
more. 

 Know that most individuals with disabilities stay in the job longer. 62% of 
these employees remained in the same job for three or more years. This 
represents a 48% lower turnover rate than those who do not have 
disabilities. 

 A quote from Employment First Employment Fact Sheet; “when businesses 
identify the strengths of employees with disabilities, then put them in jobs 
that match their skills, those employees turn out to be faithful, low turnover, 



hard-working employees”. These special employees come to work on time 
and when scheduled and have lower sick time off. They are reliable, flexible 
to demands and 90% of individuals with disabilities performed equal to 
better than nondisabled individuals. 

HOW TO BE PRO-ACTIVE AND WHAT IS PROVEN TO WORK 

Integrating students into the labor market early is a key determinant of successful 
post-school employment outcomes for all young adults, but even more for those 
with disabilities.  There needs to be a combination of academics, career and 
technical education (formally vocational training), and work experience in a related 
field to result in successful employment for students with disabilities. It would also 
be wise to have educators tour facilities, stores, restaurants etc. to learn what is 
available in the workforce, thus learn what skills are needed to teach. Teaching 
students as young as middle school certain life and vocational skills can be very 
beneficial. Employers value work-based learning specifically when the skills a 
student learns are needed in the workplace. Work-based learning opportunities, 
such as internships and job-shadowing promote efficient recruitment practices and 
help develop the pipeline of skilled and qualified workers. Below are several 
resources, helpful hints and web-sites that would be beneficial to employers: 

 Partner with local schools to provide career exploration and work with 
educators so they learn skills needed to teach. We own a manufacturing 
company and find it very difficult to hire individuals that have strong skills 
since schools have basically taken vocational training out of the curriculum. 

 The Job Accommodation Network provides free technical assistance services 
to employers, including one- on- one consultation about all aspects of job 
accommodations for employees with disabilities. VisitJAN.org or contact JAN 
Consultant directly at 800-526-7234. 

 ADD Us In is a U.S. Department of Labor/Office of Disability Employment 
Policy (ODEO) initiative designed to identify and develop strategies to 
increase the capacity of the small business community to hire individuals 
with disabilities. For contacts and resources, see ADD Us in Grantees. 



 The Employer Assistance and Resource Network provides online, phone and 
individualized technical assistance, consultation, and customized training on 
a broad range of disability and inclusion topics to meet employers’ 
recruitment and hiring needs. For more information, see AskEARN.org or 
contact 855-275-3276. 

What do I expect Congress to do? 

Leave here today with a better understanding of how inclusion in the workplace 
adds to the diversity of the workplace environment and may lead to a more diverse 
customer base.  The positive effect these individuals have on lifting the morale of 
other employees and set “role model” work ethic examples.  Begin career and 
technical education in middle and high schools. Take the “dis” out of disability and 
focus on ones “abilities”. 

Here is a quote I recently read and feel it is applicable to this discussion; “we 
become like our friends. The people we surround ourselves with either raise or 
lower our standards”. Mike has raised everyone’s standards at Contemporary 
Cabinetry East and hiring Mike was the best business decision I have ever made. 

Thank you for your time and attention. Let’s get to work!! 
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