Transcription for:

Job Hunting With Primary Immunodeficiency: HR Advice on Disclosure,
Accommodations & Benefits

Support for this program is provided by Takeda, CSL Behring, Grifols, Amgen, Pharming,
Pfizer, Chiesi, and Kedrion. On this episode of Chronic Twenties, Myles Temple joins Chris
Duckett, Director of Human Resource is at the Immune Deficiency Foundation to discuss
the ins and outs of job hunting with primary immunodeficiency. Let's get started.

Chris Duckett: Good evening. My name is Chris Duckett. I'm the Director of Human
Resources at the Immune Deficiency Foundation. | have had the privilege of being in the HR
world for about twenty eight years. Unfortunately, twenty eight years seems like it it's been
two minutes, but spent most of my career in the area of hiring people for any kind of
position you can imagine, everything from retail associates to CTOs to medical directors
have been involved in hiring at all levels.

And quite frankly, I've had the opportunity to interview a number of people and hire people
with any number of different disabilities. So very familiar with that process and looking
forward to having a great conversation tonight with Myles.

Myles Temple: Hi, Chris. Thank you for having me on. | appreciate it.

Chris Duckett: Yep. Absolutely. And and Miles, tell us a little bit about your your
background. And now, you're three weeks into a brand new position, which is exciting. So |
know you just went through the interview process, but tell me a little about yourself.

I mean, obviously, somebody that lives with PIl, can you give us a little bit of background on
that?

Myles Temple: Yeah. Yeah. Absolutely. So | was born with SCID, which is
immunodeficiency. And essentially, | was just born without an immune system.

And so as an infant and throughout my early childhood, | had no way to defend myself
against any sort of virus or illness. Because of the SCID, | also developed lymphoma twice
once when | was three and the second time when | was ten. And then to treat the SCID, the
typical treatment path is through what's called a bone marrow transplant. | had two, one at
six months, and then the other one six months after that at one year old. Both of those
failed.

And then at ten, after going through four rounds of chemotherapy, | had a third bone
marrow transplant from a non related donor. Got stage five graft versus host disease after
that. But over the long term, the transplant has started working, and I'm now twelve years
out. And so my numbers are higher than ever. I'm off all medication | follow-up with my
immunologist every five years.



So | say all that just because when | was going throughout, through that whole treatment
process, | got very behind on my education in school, didn't go to school until, like, seventh
or eighth grade. And so | came out of a hospital at thirteen years old, not knowing my time
tables, not knowing how to do long division, and not knowing how to tie my shoes. So three,
like, really big embarrassing things for me. And so it's super great to be here talking about
this topic in particular because | think that there are a lot of people who have Pls who are in
my position who fall behind on on education or on work if they're, you know, a little bit
older. Mhmm.

So, yeah, as as now from a career standpoint, | really, really, really love the creative field. So
media and production, that's what | went to school for. I've had a career in that doing
freelance shoots all the way to working on the bear, which is like the highlight of that career.
| feel like that was so much fun. And then now | work in the nonprofit sector at Ronald
McDonald's House charities here in DC.

Chris Duckett: That's been And

Myles Temple: | just started that three weeks
Chris Duckett: ago. Congratulations on that.
Myles Temple: So Thank you.

Chris Duckett: Let me let me put this question out there because it's something that, you
know, obviously, I've been on the HR side, but not necessarily the same for somebody on
the the applicant side. Mhmm. As you're looking to enter the workforce and thinking about
jobs and that sort of thing, what what's the What's the biggest concern you had as it relates
to somebody living with Pl and entering the workforce?

Myles Temple: Yeah, | definitely think the biggest concern as of now has been Whether or
not | disclose the medical history, there have been a couple of Pl support groups that I'm
part of, and what seems to be the case is it's a lot of people who are in college or coming
out of college and looking for jobs and looking to be a part of the workforce, they seem to
have this sense of, like, fear that if they disclose their their medical history that it's going to
somehow negatively affect or impact their application process. That has not been the case
for me, but | can definitely understand like | mean, it was the case starting out. But now that
I'm on the other end, | don't see that being such a huge issue.

Chris Duckett: Quick quick guess. How many how many companies do you think you
interviewed with while you were job searching? Leading up to you working with Ronald
McDonald's.



Myles Temple: How many companies to | interview with? Wow. | wanna say that I've put in
about five hundred applications Mhmm. Since graduating, and I've only interviewed with
four.

Chris Duckett: Okay. Did you look at any factors or anything that you looked at when
considering whether to apply for a position? Did you look at anything related to benefits or
anything along those lines? Or was it pretty much just let me get my foot in the door
somewhere?

Myles Temple: At first, | | was looking at the benefits. As my patience dwindled down over
time, it was more just let me get my foot in the door. But | could understand for someone as
a P, like, benefits are obviously super, super important. Mhmm. And | think that's, like,
where nonprofits really really come handy because most nonprofits offer some pretty
excellent benefits, especially nonprofits like IDF or [] McDonald's house or anything in that
sort of sector.

They're gonna offer some some really, really great benefits for for people who might need it.

Chris Duckett: K. Were there any other factors that again, when when you were trying to
nitpick what you were gonna apply for, were there any other factors you looked at with
companies say that this sounds like a good opportunity. You're not, again, considering from
a health perspective, sometimes it's about what you want to do and don't want to do. But
from a health perspective, was there anything else you were looking at specifically?

Myles Temple: Yeah. Obviously, just like a safe workplace, for sure, a clean workplace. So
that was something that | was looking at, but | think the benefits of clean workplace, and
then even just like more days off than what might seem normal for an entry level position
just with any doctor's appointments or anything that I, you know, might have to to go to. I'm
not on any medication, but | still do get sick pretty often. So, yeah, the the extra days off
was, like, another huge thing, but | feel, like, kinda fueled my my job search.

K.

Chris Duckett: As you were in those interviews, and I'm also I'm, again, very curious. At
what point in time, did you feel compelled to disclose that you had a PI, or did you even
disclose it?

Myles Temple: Most interviews | did not disclose It was with the companies that | felt like |
should disclose it because it it sort of, like, lent itself to the roles of Ronald Mcdonald's. For
example, | think it was beneficial for me to disclose that | had a Plin ain a medical history
because when | was being treated, there was a time where my family had stayed in a
Ronald McDonald's location. And so that was like a story that | brought up in interview
process as to why I'm so connected with the company. And so | think under the correct



context, | think it could be really, really helpful in a way to to show, you know, some
tenacity. But certain other companies | don't know.

I this was something that | went back and forth about with my mom and all people just
because I | didn't know how to correct the gauge. Like, how do | disclose it? Do | not, do |
do? And that's something that we talk a lot about in the support group as well. Right?

Chris Duckett: That's a it's a very, very tricky question there. And it's one that I've been
asked is, you know, when do | need to disclose it and when when should | disclose it? And
it's it's not a real cut and dry answer. Mhmm. But it's something that people struggle with.
Mhmm. And, you know, the it's almost like you feel like you don't wanna don't wanna drop
that rate upfront. Because you wonder whether or not you're leaving you a phone call, but
then you also feel like if you wait too long, maybe it's you're being, you know, dishonestin
some way, which is is a struggle, and it shouldn't be. It really shouldn't be that way. So
Yeah.

Myles Temple: So from an HR perspective, what what are your thoughts on it? Like, what
are kind of the legal implications? Like, what are you guys allowed to to do and not allowed
to do?

Chris Duckett: So it's interesting. | | am | am not a big fan of when people lead with
something like that, like, if they when they come, whether or not it's, you know, it's relevant
to the position op. But when they lead with a diagnosis, say, you know, I'm I'm this person
and I've got this diagnosis and I'm applying for that job. And the main reason being is,
obviously, | | can't discriminate against you, and I'm not going to. But there are
organizations that I | wish | could say that every single person was gonna be that way when
they look at something like that.

Throughout it is, there may be companies that see that as just an obstacle. They they
almost don't wanna deal with it. So I'm a big fan. There's a couple of concepts in the HR
world that when you're applying for a job and there's there's a term and a guy a few, like,
actual defined terms that | look at. One is being qualified person.

So, you know, the idea here is that you have to be able to perform the essential functions of
the job with or without a reasonable accommodation. Right? So | think before you even get
into that conversation, Are you qualified to do the job? And people, especially if if the hiring
market is is a little weird, people will just spitball applying for things. And you have folks
that are applying for jobs that they're actually not even qualified to do.

So if the job says you have to have a degree and you don't have a degree and you're not
technically qualified fine. You know? So but if you're qualified, then can you perform the
essential functions? And usually, in a job description, there's these key components of the
job that you have to do. And some companies will lay that out very clearly.



They'll say, must be able to work these hours, must be able to lift this much weight. Must be
able to do things. And sometimes, it's a little bit more about, you know, the the aspects of
the job. Like, must be able to perform accounting responsibilities. And there's all kinds of
things that they spell out.

And you have to be able to do those things with or without the accommodation. Right? And
so | guess | look at it, let's before we even have that conversation, are you qualified and can
you perform the essential functions? And it may take an interview or two before you get to
that point. Right?

Do you know that you're actually qualified? So I'm kind of a fan of get a couple rounds deep
in the interview first. And then if there's a even if there's an accommodation request that
are needed, you know, let's let's, at that time, start having that conversation. But The reality
of itis if you are qualified and if you can perform the essential functions without an
accommodation, then there's no need to disclose it. The organization doesn't have a need
to know.

So let's say you're somebody that receives treatment every once a week, and you can do
that on a Saturday and the job hours are Monday through Friday, there's really no reason to
disclose that because you're not requesting an accommodation. So again, I'd rather say
you don't disclose it unless you absolutely have to because you need to request
accommodation. That's kind of the that's the approach | would take. So

Myles Temple: No. | think that's wonderful advice. And I | do wonder how many people in
the position of Pl is, like, you know, and and not default to their own. But, like, wonder how
many of them actually read through the job description and think that the qualified actually
aren't. And then they don't get the job and they feel like, oh, it's because of of my medical
history.

Chris Duckett: Right. Well, and and that's that's not unique to people with PI. That's
something that happens, | | think. But there are come out, I'll share a little bit myself. | don't
live with a PI, but | have a heart condition.

I'm blinded my right eye. But these are not things that in any way impacting my ability to do
my job. So I've never had question the combination. So it's not something | disclose. | don't
need to.

I don't qualify for the job. | can do everything. So but there are there are folks that, again,
they feel like they have to lead with that information because they feel like they're putting it
all on the table and that's just what they feel like they have to do. And | don't think that's
really necessary unless you absolutely need to have an accommodation. And and that's a
whole another process, but we can talk about that as well.

Sonow I I I'm gonna I'm gonna go back to you on this. So now that you've been in this job,



have you have you disclosed to anybody that you need coworkers, anything anybody else
that you work with that you've had this condition?

Myles Temple: | have disclosed that | have a medical history, and that my family has stayed
in Ronald McDonald's house so but | have not specifically disclosed, you know, the Severe
combined immunodeficiency and the cancer, maybe to one person. But| don't even think
that I've disclosed it to HR, actually.

Chris Duckett: How was how do you feel they responded to that? Did did you feel like that
was welcomed? Or do you feel like people how how was their reaction?

Myles Temple: No. It was yeah. It was definitely welcomed. | think and my so | disclosed it
to my my boss, actually, And she had one of the things that she had said was, oh, it's, like,
it's so in a way, it's great that you have that experience. That way, you're you're more
inclined inin tune to the role and can connect with families more.

And so in that case, | think it was, you know, it was appropriate. And | went | waited till I'd
signed the offer letter and was actually in the office and all that. But, yeah, in that case, | |
thought it was really appropriate. And it it was received well.

Chris Duckett: No. | | | think that that's fantastic. I'm glad you have that experience. | do
think that non profit organizations often tend to seek a connection to mission with their
staff

Myles Temple: Right.

Chris Duckett: So that if somebody has has a connection like that or at least has an
understanding. So a family member that that, you know, has a certain condition, things like
that. Those are always important to non profit organizations because there are so people in
mission driven that that connection can be helpful. And | think they often do seek for
people that have that understanding Mhmm. Of the people they're serving.

That's that's beneficial across the board in any position you have. Mhmm. Mhmm.

Myles Temple: What's a good way for candidates then to sort of gauge that? Or what are
some, maybe, some good questions that they can ask during interviews have been a hiring
process to to understand that mission a little better or to understand, like, that disclosure?

Chris Duckett: | | am always pretty impressed when people well, first of all, if you go to the
website, and this this is a I'm a big fan of when somebody comes to me in an interview and
they they've read the website and they almost any nonprofit organization. Even even for
profit organizations, they're gonna have mission, vision, and values. Right? That's gonna be
all over their website. Read the website.

Know what the organization is there to do. If there's if it's a nonprofit organization that



serves a certain population of people, whether it be organizations that focus on immune
deficiencies, like IDF does, or if it's an organization that focuses on any other thing,
understand and have at least some ability to communicate about the issue that they're
there to support. And if you have a connection to that, be able to express what that is. Now
that's I'm not saying disclosing that you yourself have that connection. I'm talking about
just being able to understand the condition as a whole.

And being able to show that you've done a little bit of research and understand the topic.
That's always important to me expressing or giving examples of how you and yourself as an
applicant, believe in it being in a mission driven organization, that you want to help other
people, that you support people. | had the opportunity recently to read an interview for an
internship that one of the idea if employees had done. | was going back through files and |
found this interview guide. And this person's answer to a question about why do you wanna
work here was phenomenal.

And it was all about, you know, helping people and being in a mission driven organization
that supported people that you know, had had a, you know, any number of
immunodeficiencies. This was a great answer. And | understand why that person now
works for us is they look at that and think this is an amazing way to respond to this question
because they connected to the mission of the organization even though they themselves
do not have a Pl, they connected and they demonstrated that they were wanting to help
other people, and that was what motivated them. And even some of their stuff that they
had done previously like through college were always helping your volunteering
organizations out to their people. That's a great way to connect, especially in a nonprofit
organization.

Myles Temple: No. Yeah. | a hundred percent one hundred percent agree. And | think that's
maybe a good way for applicants to gauge whether or not that disclosure is going to be
received well. Right?

Is this position that I'm applying to is nonprofit? Does this thing connect to the job or the
mission statement or or the people in some way or the content of the job in some way? Or
am | just disclosing this because | feel like | have to?

Chris Duckett: Right. Exactly. Okay? | am curious. It's not not so much on the Pl topic, but
what was the hardest question you got asked by somebody during an interview?

Myles Temple: Well, that question's pretty hard because | have to think. But | would say |
would say how would your past roles implement to this current role? That was a very
challenging question because | haven't worked in the nonprofit sector until this job. Mhmm.
And all of the stuff that | did, | wouldn't say it was completely unrelated, but it was very
media focused.



And so that one took a while. But that that was a challenging question. How how would
your pass drills implement or support you in this role? And so | think in particular my
answer to the the job that I'm in now. | really | actually took your advice and Brett the
website and Brett and Reread Triple Red, the job description.

Right. And so one, like, big theme that I'd noticed throughout the job description was that
relationships and developing relationships are extremely important in the role that | do
now. And that is also a very important thing in the media and production side. So even
though my background was, like, video editing and videography and, like, playing around
with cameras and, you know, whatever being on set. Like, relationships is a huge part of
that because if you don't have your lighting person or your gaffer or your editor or whatever,
then, like, you don't have an end result of your project.

And if you're not managing those relationships, then the project's never gonna happen. And
so | tried to pivot in that way instead of talking about the technical scale | talked about, oh,
like, here are all these times on set that | had to manage our relationship, and that seemed
to have helped.

Chris Duckett: That's phenomenal. That's great. Yeah. That and that's that's that's a great
example of how you go about answering questions like that is, Find those connections, find
that that that lead in, knowing what things is important to the what what those interviewers
wanna hear you say, that's important to them to find out a candidate and being able to
connect those dots that's phenomenal. Awesome.

Now Well, I'm glad I'm glad that works out

Myles Temple: for me. Thank you.

Chris Duckett: That's awesome. Okay? Yeah. Alright. I'm going through your questions.
How did curiosity? Again, from a benefits perspective, | know you're brand new, but are you
happy Or or do you feel like the benefits that the organization offers? You mentioned earlier
nonprofits send out good benefits. So is it something that you found you were happy with
when you got

Myles Temple: the offer? So yes. And this is an awkward question because | actually even
though the benefits are super, super helpful, | actually declined to enroll this year because
I'm still under my my parents because I'm under twenty six yet. So I'm gonna ride that out
as soon as possible. But Yeah.

The benefits are extremely, extremely generous. | think the medical and dental, especially, |
think we get we get vision and life for free, and then it's like the payment is real low for
medical and dental. So Yeah.



Chris Duckett: That and again, you were right. We said it's typical of nonprofits. You know,
nonprofits, they may not always have the best base compensation, but when you look at
total comp, which is your, you know, the cost of your benefits, your your salary, any
potential bonuses, anything like that. Non profits tend to be very competitive with total
comp packages as opposed to just base salary. Right.

Yeah. The and I've had the opportunity to work in now three different nonprofit
organizations, both | did for four years. And our benefits have always been great. But that's
where oftentimes people who are mission driven, that's that's kinda what they're after is
they they wanna feel like they're taken care of in addition to taking care of other people. So
Right.

Benefits are usually a big sticking point. So that's great.

Myles Temple: Yeah. Yeah. For sure. | know a lot of people who get paid, like, a lot of
money, but they only get, like, five days of vacation time of the year. And their benefits
aren't that great.

And it's, yeah, it's it's crazy. | haven't I've heard the military is the same way, like, the the
base compensation may not be that great. The benefits are obviously wonderful.

Chris Duckett: Mhmm. Yes. I've never served, but my sister retired for after twenty years in
the year for us. And, yeah, she was very, very happy with that. Yeah.

Frank, Yeah. So okay. Now | | am | think I've asked all the interview questions that |'ve got for
you Okay. That one. So what what do you what do you get from me?

I'm curious. Is there anything | can now that you're in the spot, What do you wanna know
about how you stay there for five years? What's the what's the Yeah.

Myles Temple: No. | think | think that's great segue. | | mean, yeah, how can somebody with
a chronic illness kinda advocate for themselves longer term? Across the course of their
career rather than just, you know, we've talked a lot about just getting the job. But once
you're in there, how do you continue to advocate for yourself?

Chris Duckett: So there's there's a a few things that | would | would definitely point out,
and it's Unfortunately, it's something that people don't always handle real, real well. You
know, you you said that while you're not taking any medications that you do get sick, you do
have times when you're ill. Right? I'm kind of a fan of the idea of being as transparent as you
need to be. Now, please understand.

You have no obligation to tell your, you know, diagnosis to your direct manager. The HR
department can ask a little bit more questions. But being, you know, very communicative,
communicative with them making sure that they understand if you have a situation where
you need to be offered an extended period of time. There are leave laws that can vary from
state to state and be familiar with what those are. So | think a lot of people have heard of



FMLA or Family Medical Leave Act.

The only challenge with FMLA is that you have to be have been there for a year before you
even qualify for it. So there are some states that have laws that kick in after six months in
case you have an extended illness. Do a little digging on that, and then make sure you're
aware of what the rules are in your state. A lot of companies will even spell that out and in
fact should make you aware of your rights. So, for example, let's say you qualified your
ability company that that was required to provide an FMLA, If you're out for a certain
number of times, your HR department is required to tell you about your FMLA rights. They're
required to sort of be proactive and tell you once they're aware that you have a need for it.
But there are states where | think that kicks in after six months Some states have paid
leave. Some and FMLA is just an unpaid thing. One of the components | think under the
Family Medical Leave Act that people always miss is the fact that it can be used
intermittently. So people think that in FMLA, for example, provides up to twelve weeks of
leave, unpaid leave. But what people miss is that you can do that intermittently.

You can take, you know, a couple of days here and a couple of days here and a couple of
days there, that can all be protective if it's related to the same moments. And so once
you've been with an organization for you know, a year, you qualify for FMLA. Again, you just
have to be aware of what that leave provides for you. You know, | think, and the big thing is,
you know, | talked about being, you know, in communication with the HR departmentis s,
is making sure the company understands that you want to be there, that you, you know,
want to work, that you want to do the things that you need to do, you wanna complete the
task of your job, you you really are an engaged employee, and that you just simply have this
situation you have to work through. And that helps a lot because | think that gets lost.
Sometimes you can have employees that take an approach where it's almost like they
demand things. And and yes, there are rights that you have, but being cooperative and
expect the same from your HR department. | wanna make sure | say that. The HR
department is supposed to be cooperative with you as well. So have a good relationship
with those people and and and make sure that they really get the impression that you
wanna be there.

You know, so you wanna work things out. Now that's that's kind of a very vague way of
saying things, but it's It's almost like going at it with good intent and explaining to them that,
you know, you you're you're there to work. You wanna serve the mission. You wanna do
good work. But unfortunately, you've got the situation you need to work through it.

And that will carry a lot of weight for you.

Myles Temple: Right.



Chris Duckett: Yeah. Yeah. | would tell people document anytime you interact in your
department document what they what what you said and what they've said because they're
gonna do the same thing. So make sure you keep good documents.

Myles Temple: Yeah. No. | | think that's great. Great advice. What what kinds of
accommodations would be easier for HR to implement?

Chris Duckett: So | I thisis all love this topic because it's it's about as clear as mud. So
accommodations are tricky. And this is the the term there's a term called reasonable
accommodations. Right? And so when you let's say you have a situation pop up and you
need to be able to I'lljust I'll just make something up.

K? You need every Friday offer treatment. K? And you think, okay. Well, that's you know, I've
got the time off that | can use, and so | can just take that time off as vacation time.

That may be perfectly fine. But maybe what you need is unpaid time off and you haven't yet
qualified for FMLA or other sort of protected leave. So you're gonna submit a request from
accommodation. First of all, your employer should have a very outline process to do that.
So I would ask for that.

It might be in your handbook as how to request some combination. But, you know, talk to
the HR person or the HR people and say, you know, this is what I'm faced with and | need
this. They're gonna ask for a physician's notification for that. But understand what you think
is reasonable and what they think is reasonable or the company thinks is reasonable could
be very different. You know, reasonable means it cannot cause the company undue
hardship And sort of the, | guess, the concept that| like, but out there is, there's a concept
of the accommodation allows you to be treated equally, but not better than other people.
Right? You have the equal opportunity to perform the tasks of your job. So if you say, let's
say, that Friday example that you need to be off every Friday, That may seem completely
reasonable to you, but it may not necessarily be reasonable to the organization because
maybe there's an aspect of your job that has to be performed every Friday.

Myles Temple: Right.

Chris Duckett: Now if it's reasonable and the company says yes, that's fine, they're they
should document that and they should give you some sort of a notice about the
accommodation. But let's say, for example, they don't believe it's reason for, you know, the
reason being that it's a requirement of the job that you have to be there and do that job.
They may come back to you and say, well, can you and there's a thing called the interactive
process, which is you come up and make a suggestion, they come back to you and say that
does or does not work. But if they say it doesn't work, they should come back with a
suggestion. So maybe they come back to you and say, okay, every Friday off doesn't work
for us, but can you work at home on Friday, can you work while you're going through that



treatment?

Oris it something you just have to be completely off for? And maybe you say, well, actually,
Il could work half a day just while I'm whatever the case would be. And they might say, well,
you know what, that's actually a reason to say, okay, how about you can work from home
that day, and you can do the work that day, and and that might work. And in which case,
they would document that accommodation. So the accommodation is actually being able
to work from home one day a week.

Not necessarily that you're not working at all that time. So the the idea there is to follow
whatever process the HR department says for requesting an accommodation. Knowing that
they're gonna ask you for paperwork related to that, there's an there's there's actually some
stuff that you can get from the, you know, from the federal government that actually is like a
standard form for requesting accommodation they may use. They're gonna ask you for a
physician's support for that. One thing | would recommend anytime that you're about to
request some combination if you are faced with something is take your job description to
your doctor and say, this is what, you know, | do.

What can we work out? That would allow me to have whatever | need to do from my health
perspective, but also allows me to keep doing this job, and go at that with your doctor's first
suggestion in mind already. And that way, when your employer asked for it, you're already
prepared. This is this is what my position said | cannot do. And so that's that's a good way
to go aboutit.

But again, the best thing for me again is go out that in good faith. Make sure that you're you
have an approach to it that says, look, I'm here to make things | want this to work. And your
employer should come out the same way, | want to as well. So we want to have you working
here. We want to be able to work through this with you.

But the interactive process is also a place where employer dropped the ball. They will
sometimes be faced with a request, and they'll immediately say, nope, this doesn't work for
us, and then they just shut it down. And they end up getting in trouble for that because
they're supposed to be this back and forth interactive process that says, we're gonna try in
our best best, you know, way possible to make this work. And they have to demonstrate
that. Soit's tricky.

So what kind of an accommodations biggest thing is it can't cause an undue hardship for
the company. And it can't be perceived as you being treated better than everybody else. It's
a way to bring things to an equality perspective. Again, if that's clear as much,
unfortunately.

Myles Temple: No. | mean, you put it pretty succinctly, | think. That's very helpful. | don't
think a lot of people really have, like, a base level understanding of that. | mean, at least
some of the people that I've talked to.



Have you ever been in a in a situation like that? Where either where you're applying for a job
and you've needed an accommodation or where you haven't been able to give one?

Chris Duckett: So I've had situations where | I've I've never had myself had to ask for a
conversation. Mhmm. | mean, outside of, you know, time off for a surgery or something like
that. But Right. And and I've been fortunate enough in my my time that anytime I've needed
that I've actually had the time off to use.

I've never personally had to apply for FMLA or anything along those lines or an
accommodation for work from home and nothing like that I've ever had to. But | have had
situations where people have come to an organization, and this was not with the idea from
this previous organization. The company came with an accommodation request that was
just, again, unrealistic. You know, caused some undue hardship that was that was a bit
challenging. Here's I'll give you an example of of something that came up one time, and this
is actually going back to FMLA, the Family Medical Leave Act.

There was a an employee that we had that had gone through an an an injury and was given
the twelve week time off to to get better. And unfortunately, at the end of twelve weeks was
unable to return work. Now there was a there was a time when FMLA being a very clean and
very well laid out law would have basically said, okay, at the end of twelve weeks, if he can't
return to work, the employer's free to, you know, part ways and and, you know, do whatever
they need to do at that point because they landed twelve weeks. Well, there was a
Americans with Disabilities Act that was passed. And one of the things that was kind of
outlined under that act was that that that little nuances here and there with FMLA could be
a reasonable accommodation.

So let's say you had the twelve week mark and your doctor is not willing to release you back
to work at twelve weeks, but they say, you know what? You can go back to work in fourteen
weeks. But not twelve. So in that situation, | think and again, I'm I'm not an attorney, but |
think there's actually a case law that says that that extra two weeks should be considered
reasonable because you probably can't replace that person in two weeks.

Myles Temple: Right.

Chris Duckett: They can return back to work in two weeks. Just keep them as the employee
that's already trained, and that seems like a reasonable accommodation. What was also
defined as unreasonable is an open ended unknown return to work day. So, you know, if
you have a situation where that twelve weeks is up, and this was the circumstance we were
faced with is, this person couldn't return to work at twelve weeks, but the physician
wouldn't commit to or give a date of when they could return. And it was considered
unreasonable for us as an organization to maintain that position for that individual for an
undefined amount of time.



Myles Temple: Right.

Chris Duckett: That's that's a circumstance where we unfortunately just could not
continue to provide the accommodation and unfortunately had to partize with that person.
Right. Yeah. So | see. Yep.

And and and that was that was really an unfortunate situation because | I've talked about
know, demonstrating the want and desire to come back to work. This person absolutely
did. Right. And, you know, this person was just in an unfortunate circumstance. The injury
was beyond what they could recover from in twelve weeks.

And and again, it was not ready to return back at the time. And the position was not one
that could be performed remotely, so that was just one of the circumstances where it just
didn't align really well. But, you know, unfortunately, that happens.

Myles Temple: Yeah. Yeah. Absolutely. Mhmm. Can you speak on maybe sort of the
insurance side a little bit?

Like, what can HR be more helpful of when kind of disclosing insurance policies to to
people, especially people that have chronic conditions?

Chris Duckett: Hi. Yeah. This is there's so every every organization's insurance might be a
little bit different. You know, obviously, things you can look at that are like, any any
insurance policy, and, you know, I'm I'm not | understand insurance, but I'm not an expert
from a perspective of how it's covered and not covered in our Pl. We we've got we've got a
person whose job that's that's their entire job.

So Mhmm. However, there are things that obviously when you're looking at insurance,
deductibles, you know, whether or not you want to have a low deductible plan, high
deductible plan, HSAs, you know, if you are somebody that you know that you're going to hit
your deductible every year, You know you're so let's say, for example, you've got a thousand
o deductible or you have a plan that offers a zero deductible, but it's maybe a little bit more
expensive. If you know you hit your deductible every year because of your condition, you
might it might be worth money. Do the math on whether or not it makes a little bit of money
a sense to go to the zero deductible plan. You might find out that over the course of the year
you save some money.

You know, there are also plans that have like a health savings account or an FSA where you
can put money aside on a pretax basis to use for medical expenses, those can be very
valuable for people. From an HR perspective, where | think people don't have a good
understanding is A lot of organizations provide their employees with a short term disability
or a long term disability plan. And | think the short term disability is not always very well
communicated. Because if you have to be out for an illness sometimes and again, plans
are different. Usually anything longer than seven days, you may have short term disability



benefits that actually allow you to get paid for that time when you're off.

And, you know, it's not usually not often the entire amount of your salary, but you might
qualify for short term disability after just seven days. In which case, again, you know, you
have the option to go through the filing that short term disability claim, especially if you're
gonna have an extended period of time. So let's say, maybe you don't need twelve weeks
between you off for four. And, you know, you don't have enough time off to cover that as all
paid. Maybe the company's saying, you know, yeah, we're happy to give you the unpaid
time off, but you, you know, it won't get paid from us.

If you have short term disability, you you go in there, you file the claim, and you get at least
sixty percent of your earnings for the weeks that you're off. Now normally, there's a week
one waiting period, but this is a component that | don't know everybody fully understands
that they may already have. You know? So short term disability insurance is something that
a lot of organizations provide, but don't know that employees always really understand how
it works.

Myles Temple: Yeah. So, read the welcome packet.

Chris Duckett: Yes. Yes. Read the welcome packet. Absolutely. You may have you may
have things that you just never realized you had because you didn't need it before.

You know? Yeah. There's a lot of benefits like that that just they're out there. You just didn't
know you have it. So, you know and and it's also it's also one of those things that if you don't
know you have it, you know, your your HR department, you'd like to think that they're in tune
with what's going on that they're in tune with fact that you've got this need, but that may not
be the case.

And if you're working for a really large company and you're communicating with your
supervisor that you need this time off, you're making something your supervisor told the HR
department. That may not be the case. So It's good to communicate. Like | said, if you if
you've got anything outside of the ordinary, your common sick days, make sure your HR
department's aware of it.

Myles Temple: Yeah. | think and now | think that's great advice. | have my HR person's
direct contact within the company now, and that's been very, very helpful. | haven't had
anything, like, medically related come up, but Yeah. Just in terms of, like, oh, | joined in with
already needing time off because | booked a flight or something, and it's so much easier to
go, you know, to her and then clear it with my boss or, you know, whatever.

At least that's how it works for her. Nice. Yeah.

Chris Duckett: | think it's | think we we we have a similar process internally. Like, if
somebody's calling off they're expected to sell their supervisorin the HR department.



Myles Temple: So Right.

Chris Duckett: And and | see the HR department. It's me. I'm the only HR department.
Yeah. But in other organizations, you know, I've been one of a team of twenty.

Myles Temple: Yeah.

Chris Duckett: You know, it just depends on how big you are, the organizations. But, yeah,
it's it's not a bad idea to understand what the expectation is from the HR department before
you share it with your supervisor. Now | | wanna segue real quick into that is the idea that
your privacy and what is shared So, you know, your your when you share something with
your HR department about meeting an accommodation, the HR department should really
only disclose enough of that to your supervisor to actually help make a decision about the
accommodation. You know, it's it's still considered very private information, and your
medical history and medical records should be kept entirely separate in your HR file. So if,
you know, theoretically, if your your supervisor would go and say, can | get miles as file?
Nothing medical related should be handed to that manager. It should be something that's
kept completely separate. And that's just to ensure that layer of buffer between, you know,
your performance as a employee and whatever medical needs you may have.

Myles Temple: Right.

Chris Duckett: So that's why it may not be if you're in certain companies. It may not be
unrealistic that your your manager has no idea that you have those things going on, which is
perfectly okay. So

Myles Temple: Yeah. Yeah. That's something that | just recently learned that | thought was
very interesting. That | feel like could could benefit a lot of people with with chronic
conditions for sure.

Chris Duckett: Yeah. You you don't you know, as a manager, the manager probably doesn't
wanna know because they don't want it to sway their their thought or their opinion of you as
a person.

Myles Temple: Right.

Chris Duckett: And and that shouldn't happen anyway. But you you wanna be judged on
what you produce as an employee. You don't wanna be judged by what condition you may
or may not have, and and you shouldn't be. So if it's it's kinda like a if | can't use it to make a
decision, just don't tell me.

Myles Temple: Right. Right. Exactly. Wanna know. Right.
That might be a good segue then. What are what are some some red flags that applicants



can maybe look for during the hiring process from the HR people that that might be
something signaling like, maybe this isn't gonna be a great fit.

Chris Duckett: Related toillness, or just in general?
Myles Temple: Both. Why don't we do both?

Chris Duckett: Okay. Oh, gosh. So red flags from the HR departments. | would think it in
the interview process. You get a lot of questions about your medical health.

I mean, right off the bat. They're asking that right off the bat. If they're asking questions like,
have you ever had to in the interview, if they're asking you, have you ever lost a large
amount of time from work due to illness or injury, you know, things along those lines, you
know, there are positions I'm sure where physical health and the ability to do strenuous
activity is important. And | know that there are jobs like that. | mean, obviously, let's the
military would be one of them.

Myles Temple: Right.

Chris Duckett: So they wanna make sure that people are being hired. There are jobs that
require physical to even get hired. But if you're not applying for one of those jobs and they're
asking you all kinds of questions about your medical history, right off the bat, that'd be a red
flag. And it wouldn't be inappropriate to ask, you know, | would to say something that
affected about can | ask for clarifications of why this is relevant to the position I'm applying
for? It also may mean you just might wanna walk away, but all the same, I've got no issue
with asking.

I mean, if I'm asking you a question and interview and you want me to | want me to clarify
why I'm asking it, I'm happy to do that because I've got nothing to hide. Right. You know, but
if they're asking what kinds of medical questions that'd be that'd be interesting. Even
medical questions of your your, like, your family. So there's there's there's this | love it.

It's called GINA, gl n a, it's the Genetic Information Non Discrimination Act, which basically
means that they can't they can't treat you differently because of the because they are
aware of the medical history of your family. Now, I'm not sure that | can completely | don't
think I've ever come across time in my career where I've had that information to even
consider something like that. But all the same let's say, for example, they they know that
you have a family history of a certain disease or a illness, they can't then discriminate
against you because they know that information. So your genetic information cannot be a
basis of discrimination in any way. So if that's something that if they start asking questions
about that, that'd be a red flag for me.

Myles Temple: Okay.



Chris Duckett: Yeah. Mhmm. Yeah. Any any questions not relevant to the position at hand
would be red flags. And let's say yellow flags because you can't ask for clarification.

And if they if then you get don't get a real clear straight answer, that'd be that turns into red
flag.

Myles Temple: Correct. Yeah. Mhmm. Okay. I've always heard just in general, like, one of
the one big red flag for for maybe the company is if they hire you after the first interview, or
if it's not an interview and they explain all their needs upfront, and you're hired, like, getting
hired on too quickly.

Is that sort of myth?

Chris Duckett: That | you know, that would that would be interesting. | | | don't know that
it's necessarily what what I'm not sure if | have | been that situation? No. | would diginto |
would dig into the financial status that this the company what's their turnover rate? So
okay.

There you go. Not not, again, not connected to Pl. No one by the company's turnover rate,
why the position is open. Those are good things going into an interview to understand.

Myles Temple: Yeah.

Chris Duckett: You know, what is your organization's turnover rate? What's your video you
asked about voluntary turnover rate? Know, turnover rate is one thing, which because that
includes people that have decided to quit and those have been fired. But voluntary
turnover, those are the people that chose to leave. If they can give you that number, average
years of service of their employees, That number can be skewed if they've had a big
expansion.

They've had a lot of people in the last couple of years, but all the same. You know, if you're
at an organization, the average length of service here's a service is under under three years.
Where are all the people that have been there for ten to fifteen years? You know? If Yeah.
Turnover rate is higher than, let's say, twenty percent that would be a bit of a red flag, then
you'd ask, you know, what's the reason for turnover? | can happily share the community
efficiency foundation or voluntary turnover rate is less than ten percent per year, which I'm
pretty happy about.

Myles Temple: So, yeah, that's great.
Chris Duckett: Yeah.

Myles Temple: Yeah. | I've learned those lessons the hard way at previous companies that
I've worked for.

Chris Duckett: We



Myles Temple: how to ask those questions? Yep.

Chris Duckett: Yeah. The that's that brings up a good point. And | think that this gets
overlooked is that you are interviewing with the company. | mean, they're interviewing but
you're also interviewing them. Right?

You gotta want to work at that organization, and it's not a bad idea to ask questions. So
asking questions about benefits, this is this is another one. | get first interview when you're
still feeling about diving right into benefits questions at that point, | wouldn't get real in the
details about it then, but second interview, third interview, definitely ask those questions. |
like to | like to kinda lead into it with I'm assuming you've got medical, dental, vision,
insurance. | don't need all details now, but I'm assuming that all comes position.

They say, yeah. Great. That's enough for me for the first interview. But then going on, I'm
gonna want more details as we get further towards, you know, offer considerations. Mhmm.

Myles Temple: Yeah. No. | think that is absolutely correct. You do have to interview the
company. And that was one thing that | had done, like, because | don't know.

I've just made the the the mistake too many times in the past of, like, just sighing onto a
role because | need a child and | need money and not because | actually wanna work there.
So with my current role or with the last two, | feel like those were really formative in that
area of, like, oh, | this is actually an option that | have, but | wanna work here. And | had
several several questions. And | took a | took a resume and cover letter building class in
college, and one thing that | our professor always suggested to us was, like, always have
questions in your interview and, like, never leave without asking a question.

Chris Duckett: Yes. That's that's that's absolutely true. You can you know, the the the
question that gets thrown out probably more often than me is, know, if if you're
interviewing, if I'm interviewing you and you say, you know, Chris, why do you like working
an idea? Well, that's that's a pretty common

Myles Temple: Right.

Chris Duckett: You know, and that and it's not bad because at least you asked a question,
you know. But | I'm really impressed when somebody says, | was looking at your website,
and | noticed this. Can you ask a question about that? That that's the thing. That goes from
aif I'm on a scale of one to five, that goes from three, thanks for playing to four or five, like
fantastic good answer.

Yeah. I I'm|1look for that. That's | wanna show that you actually did a little digging into the
organization, you know? So | had somebody one time look at my LinkedIn profile and say, |
noticed that you were working here and you left there and came to this organization. What
made you decide to make that change?



| was pretty at one hand, okay, you went pretty deep on that. That's good research, but
that's that shows me that you you did some digging. Yeah. So Right. And I | | didn't know
that | necessarily would recommend, you know, stalking while stalking your interviewers,
but not a bad idea to know where they came from.

Myles Temple: So Yeah. Yeah. But sometimes, going back to the size of the organization,
sometimes, unlike their web page, they'll have, like, a short staff directory with the bio or
with the CEO or whatever. So then it's maybe a little less creepy. Right?

You can just say that | saw it on the website and | didn't check your Facebook Instagram

Chris Duckett: x Well, | think so so yeah. Let's again, this is this is a weird weird place to go
on this. But the creepy factor, | think if you look at someone's LinkedIn profile because
that's your that's your professional profile. Right? Which, by the way, it should definitely be
your professional profile.

We didn't talk about social media, but that should be professional only.

Myles Temple: That's a whole separate podcast.

Chris Duckett: Yeah. | think | think that's right that you would look at their their LinkedIn
profile. In fact, a couple of I'm gonna throw a little couple of points on it about LinkedIn here
in a second. But if you're don't necessarily go after Facebook page.

Myles Temple: No. No. |

Chris Duckett: and and | and | and | maybe I'm dating myself with Facebook, but, yeah,
Facebook's probably not where you wanna go. No. LinkedIn. Let me let me put this out
there. I've given this tip before, and | | love this tip.

When you were in the job market, almost every organization has an internal referral
program where so let I'll just use this example. If I've got an employee who brings me a
resume for a job, and somebody that they know or somebody that's a friend of theirs,
distant, whatever. And they hand that resonated to me, I'm gonna call that person whether
they're qualified or not. Now, they may not get the job, but they're at least have they're
gonna at least have a conversation with me. So ideally, if you are applying for a position and
it's a position you really, really want, if you can make a connection on LinkedIn with
somebody that works at that organization and see if they're willing to a person, and thisis a
big ask, but that person's willing to walk your resume to the HR department who | was
retrieving for it.

You were almost guaranteed a phone call. And the last time | posted a a remote work
opportunity, | got over six hundred resumes. Anything you can do to make you stand out a
little bit from all those that pile of resumes That's one of the best ways to do if you can
make it happen. Connect with somebody on LinkedIn who's connected with that company.



Oryou applied for the job, find out who the person doing the initial interviews is, and
connect with them.

You you're more likely to get noticed and at least looked at. No. Get at least looked at's all
you can ask for. Right.

Myles Temple: Mhmm. That's great advice. | mean, yeah, out of the five hundred or so
positions that I've applied to since college, all the ones that | interviewed for were people
who | either got a referral from somebody else or who | connect with on LinkedIn.

Chris Duckett: Yep. See and that's that's what that's why LinkedIn is so great. Yeah. You do
that.

Myles Temple: That's great. So task,

Chris Duckett: you know, we recruiters have this thing they call post and pray, whichiis |
mean, I'm gonna post post a job out there and then I'm gonna pray | get a good candidate.
But working in the network is a little bit better because it's actually more proactive as
opposed to, you know, It's like an active search versus a passive search.

Myles Temple: Right.

Chris Duckett: And | would rather have somebody reach out to me that's qualified and is is
eager and can show me that they're build again, like, you point out building a relationship
by using the tools that they're at their disposal. That's fantastic. And that means that this
person will do thatin the job as well. Right. | love that.

Myles Temple: Yeah. Yeah. Absolutely. Fantastic. Right.
Well, | don't think that | have any more questions for you unless there's anything else that
you wanted to touch on.

Chris Duckett: No. | mean, | Miles, | feel like we could you could talk forever. | I'm looking
forward to maybe we have this conversation again a year from now. We talked about, okay.
So let's be your first year Yeah.

Organization.

Myles Temple: And | think it's a great idea.

Chris Duckett: | would love to do that. So Yeah. It's been it's been great. I'm glad you're
able to find a great job with a great organization, by the way, that

Myles Temple: Thank you.

Chris Duckett: Brings you a lot of joy and and again passion. So that's awesome. | | think
that's where we wrap up, and and Miles has been great speaking with you. For anybody who



listens to this, if you have questions, our profiles, at least my profile is on the immune
deficiency foundation website. It's pretty straightforward and easy to find us, but you can
find me at cduckett at primary immune dot org.

Happy to answer questions and and help anybody | can that's in this situation looking for a
job. And living with PI, if | can help provide any any information, I'm happy to do so.

Myles Temple: Great. Yeah. Thank you everybody for listening. If you're interested in seeing
some more of my work, you can just check me out at mylestemple dot com - M-Y-L-E-S T-E-
M-P-L-E dot com.

Chris Duckett: Myles, again, thank you. It's been great talking to you. And again, so happy
to see that you found a role that you're happy about.

Myles Temple: Thank you, Chris. | appreciate it.



