From Deployment to EMPLOYMENT
Nathan D Ainspan. United States Naval Institute. Proceedings. Annapolis: Feb 2011.
Vol. 137, Iss. 2; pg. 44, 6 pgs

Abstract (Summary)
Post-traumatic stress disorder (PTSD), traumatic brain injury (TBI), and major depression are
described as the "signature injuries" of the current conflicts. Because of the hidden nature of
these injuries they can be more difficult to treat and diagnose and may remain with the veterans
for the rest of their lives.1 One treatment being used to reduce the symptoms of the disorders is
assisting the injured in finding employment.
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[Headnote]
For warriors coming home with psychological wounds, research indicates that some of the best
'medicine' can be smooth transition into a job.

The percentage of psychological injuries being seen among service members returning from Iraq
and Afghanistan is surpassing that of previous conflicts in our nation's history. Post-traumatic
stress disorder (PTSD), traumatic brain injury (TBI), and major depression are described as the
"signature injuries" of the current conflicts. Because of the hidden nature of these injuries they
can be more difficult to treat and diagnose and may remain with the veterans for the rest of their
lives.1
One treatment being used to reduce the symptoms of the disorders is assisting the injured in
finding employment. Research shows that employment transition assistance provided an almost
identical effect on the reduction of symptoms as did medication - and without the potential
drawbacks of addiction or side effects that may result.
The numbers of those transitioning out of military service with disabilities are alarmingly high.
Nearly 2 million American service members have been deployed in the current conflicts and
already 686,000 have transitioned out of the service. The percentage of those experiencing
PTSD, depression, and ??G has grown exponentially. Improvements in body armor and medical
technology, along with faster medical evacuation, have helped save the lives of many
combatants. But those same advances, paired with the intense destructiveness of TEDs
(improvised explosive devices), result in even more long-lasting, disabling injuries. Projections
suggest that 17 to 20 percent of our veterans display symptoms of TBI. Research indicates that
nearly 20 percent of those fighting in Iraq and 11 percent of combat veterans in Afghanistan are
reporting mental health problems. A study by the RAND Corporation estimated that a third of all
of deployed service members have PTSD, major depression, or TBI. The VA corroborates that,

reporting that 37 percent of the veterans seen in VA health-care facilities following deployments
have received mental health diagnoses.2
A transition to post-deployment employment can provide the following psycho-social benefits to
an individual with hidden disabilities:
* Employment helps restore feelings that the veteran can master problems and cope with life's
stresses and demands.
* A job helps increase socialization and discourages withdrawal, as the individual has to report
for work and interact with coworkers or clients.
* Work can provide an anchor to an individual who might be questioning the meaning of life.
* Employment provides financial benefits to the individual and society.
Barriers to Transition
Transitioning out of the military with a hidden disability likely is more difficult than it is to do so
with a physical disability because of a number of barriers that surround the former. The first is
the determination process for psychological disabilities. Documenting and proving the warrelated nature of a psychological injury is not always easy. Documenting the symptoms of
hidden disabilities is particularly arduous and ratings boards are quite cautious, wary of
individuals attempting to fake the symptoms. The determination of a rating is critical because it
will affect the type and amount of benefits the veterans (and family members) receive for the rest
of their lives. Other benefits, such as Social Security or from a state government, also may be
affected by the rating. Thus, it is not uncommon for veterans to find themselves in the position of
having to challenge a VA or military disability rating in order to receive benefits.
Another barrier is the fact that people without disabilities do have fears, uncertainties, doubts,
and misconceptions about all disabilities - especially hidden ones such as PSTD, depression, and
TBI. That is the stigma of mental illness. One aspect of it is that non-disabled people fear they
could suffer the same sort of injury and end up with that very disability themselves. Hidden
disabilities are especially anxiety-provoking in that way because of the lack of understanding one
may have about those illnesses, the way the symptoms may vary over time, and the discomfiting
fact that the individual may look "normal" but still be disabled. The possibility that one could
incur a head injury tomorrow and end up like that person (someone with TBI) can be a terrifying
thought for some people. The non-disabled may choose to avoid people with those disabilities to
avoid having to experience such fears.
Managers, customers, supervisors, or teachers experiencing those types of fears, uncertainties, or
doubts will generally try to avoid someone with hidden disabilities and will not extend offers for
employment, help them at school, or work with them on the job. It is clear that such
misconceptions can affect hiring decisions: the current unemployment rate for all Americans is
around 10 percent, but for people with all types of disabilities the rate is 14.5 percent.3

The numbers are much higher for those with hidden disabilities, with some reports suggesting
rates ranging from 40 percent to as high as 90 percent. In a survey from the Society for Human
Resource Management, for example, nearly half of the employers who responded (46 percent)
said they believed that PTSD and other mental issues would be a problem in hiring veterans.
Among those who actually worked with veterans, however, just 13 percent reported problems
with people with PTSD in their organizations.4
In addition to those barriers, returning veterans with disabilities may also face a transition hurdle
in the form of misconceptions and feelings about service members. Unlike in some past conflicts,
most Americans today express support for the troops. But frequently their hiring actions belie
such professions of support. Hiring managers may not understand military terminology or the
military hierarchy described in a résumé. Others may have misconceptions about those who have
served in uniform and how well their skills and training might transfer to the civilian
environment. A hiring manager may think, say, that a transitioning Marine's personality would
be too rigid to work in a casual office environment. The manager may also have trouble looking
past the Marine's youth to see the leadership experience and technical skills the Marine gained in
the Corps that go far beyond age.
In fact, concerns and misconceptions about military service in general seems to translate into
lack of employment opportunities for veterans - regardless of the presence or absence of a
disability. According to the Bureau of Labor Statistics, the unemployment rate in November
2010 for veterans who served in the current conflicts was almost a full point higher than nonveterans (10.0 percent to 9.1 percent).5
Overcoming Hiring Hurdles
Finding employment in today's tight marketplace can be tough for anyone, and it can be even
more difficult for veterans with hidden disabilities because of the fear, uncertainties and
misconceptions about psychological disabilities and the military. But members of the military
and people with disabilities can offer a number of benefits to employers. Transitioning veterans
should determine what benefits they bring to the workplace, when and how to discuss those
disabilities, and understand how the disabilities can be accommodated on the job. With that
information in hand, an individual will be better able to address any employer's concerns and
make a stronger case why they should be hired. That process, along with a step-by-step guide to
getting a job as a transitioning veteran with a disability, is described in the employment chapter
in Returning Wars' Wounded, Injured, and III: A Reference Handbook, a book co-edited by the
author.
By virtue of having served in the military, almost every service member has, to some degree,
acquired the following traits and skills: Loyalty, selflessness, respect for procedures and
authority, discipline, leadership at a young age, an accelerated learning curve, training in new
technology, working in teams and in diverse environments, performing under pressure, and the
ability to overcome adversity. Those with military experience may regard those attributes as
insignificant. They are, after all, part of everyday life, traits shared by just about everyone else in
uniform. But in the private sector those traits are often not so common, and they are highly
desired by business leaders and managers. Even in this tough job market managers complain

about how hard it is to find people possessing those traits, and how much they want to find and
hire people who have them.
Transitioning service members bring other benefits to an employer, as well. One is the
government-paid relocation costs for the first transition out of service. If an employer wants a
veteran to move to a new area for his first civilian job the military usually will pay for that which could save an employer thousands of dollars. Many employers promote their hiring of
veterans and people with disabilities in the media, thereby enjoying the positive public relations
that derive from those policies.
Companies working to obtain federal government contracts not only appreciate the insider
knowledge that a veteran may have, those contracts can contain incentives to encourage their
hire. Likewise, virtually all federal jobs (and some state and local positions, too) give veterans a
preference in the hiring process. Additional information about hiring people with disabilities is at
www.earnworks. com. G? addition, companies that hire people with disabilities and make
accommodations can accrue tax benefits and credits by doing so. The TRS has a Web page
relating to that at http://www.irs.gov/businesses/small/ article/0"id=185704,00.html. The more a
veteran acquaints himself with such policies and procedures, and the better prepared he is to
discuss them openly with a potential employer, the better his chances of landing the job.
Making Accommodations
The perceived high cost of accommodating disabilities in the workplace is often cited by
employers and managers in not making job offers. But the costs are just that - a perception, not a
reality. In a Department of Labor study of more than 1,000 employers that made
accommodations, nearly half of them (46 percent) spent nothing on the accommodation. Of those
that did spend money, the average outlay was $500. Almost all of the employers that spent
money commented that the benefits and results they gained from the hire more than made up for
the expense.7
A great many accommodations for hidden disabilities can be made at no cost; most involve
altering a schedule, providing memory aids, or removing some distractions from the workspace.
The Department of Labor site mentioned above - www.askjan.org - provides additional
information in this arena. Again, a veteran should investigate potential accommodations before
an interview and be prepared to discuss how inexpensive they can be for the employer. In my
experience, the only real limitations in the employment of people with disabilities are in the
minds of those who prejudge another's abilities.
Determining when to discuss a disability with a potential employer can be difficult: Raise the
issue too soon and the employer might be turned off before learning fully about your abilities.
Raise it too late and the employer might feel like he has been set up. Although it is illegal to
deny employment because of a disability, it can and does happen. And when it does, it can be
very difficult to prove discrimination. Authors Dale Brown and Richard Bolles (Job-Hunting for
the So-Called Handicapped or People Who Have Disabilities) have seen how disclosure can
leave a candidate vulnerable to discrimination. They recommend making workplace
accommodations for disabilities part of the negotiations for all aspects of the job.

In addition to discussing disabilities, transitioning veterans also often need to explain military
service to prospective employers who have never served in the military and know little about it.
The first place this may turn up is in writing a civilian résumé. Résumé-writing is an art and a
skill that even many professional writers have trouble mastering. Someone who has been in
uniform for 20-plus years may never have written a résumé. A number of books and Web sites
offer sample résumés and provide guidance on writing them.
Keep in mind that military jargon, acronyms, and terminology may confuse civilian résuméreaders or interviewers. To avoid that, work with a friend or a counselor to translate your military
experiences into Iansuaee that a potential boss will understand and appreciate. Every military
installation has a transition office, which is a good source for consultation. Similar information
can be found online at www.turbotap. org or www.taonline.com. Service members also should
visit the military-to-civilian skills crosswalk page at http://online. onetcenter. org/cro s s walk/
MOC/, which can be of help in explaining one's military occupational classification (MOC)
skills and experience in civilian terms. The Department of Labor also has veterans' employment
representatives around the country to help with the process (see www.taonline. com/VetReps).
Many transitioning veterans with hidden disabilities find that it is easier to start their own
businesses rather than deal with the fears, uncertainties, and misconceptions of potential
employers. Resources for entrepreneurial types is available at the Small Business
Administration's Web site for veterans (www.sba.gov/vets) and by accessing the SBAs SCORE
program - local counselors for small businesses ( www.score.org). Veterans Business Outreach
Center Loans are available from the Small Business Administration's "Patriot Express" program,
http://www.sba.gov/content/ express-programs.
The Stay-In Option
Throughout most of America's military history, the idea of a badly wounded warrior going back
into uniform was inconceivable. Now service members are allowed the opportunity to continue
to serve, even with disabilities. That recent turnabout is due in a large part to cultural and societal
changes in the military, increased interest from military and civilian leaders, the need for an
allvolunteer force to fight a long and ongoing war, and new understandings of disability and
improvements in accommodations technology.
Most injured veterans may not be able to return to their previous roles, but many can serve in
other capacities. For those who have built their lives in the military and have strong personal
connections with their branch, the opportunity to continue serving is a welcome change in policy
and practice. Because of the stigma and fear of hidden disabilities, it may be difficult to gain reentry, however, and it may involve some negotiating and even a fight to return. But with
determination on the part of the veteran, and accommodations from the military as an employer,
it remains an attractive alternative.
Employment can be - and in many cases should be - an integral part of the treatment program for
veterans with psychological disabilities. The process of finding the right employment can be
long, tedious, and at times maddening. The resources listed here can provide needed assistance,

or point the way to other avenues of approach. The aim is to open doors for our nation's wounded
warriors as they make the transition into the civilian world.
[Sidebar]
Quartermaster 3rd Class Terra Maine, assigned to Navy Legal Services Office Southwest,
explains paperwork to attendees of the Veterans Village of San Diego Stand Down 2010. The
three-day event assisted homeless veterans seeking employment, health care, and counseling.
The author says that employment can be a significant factor in helping transitioning or separated
veterans overcome a wide range of difficulties.

[Sidebar]
The National Intrepid Center of Excellence at Bethesda National Naval Medical Center in
Maryland, dedicated in June 2010, is a state-of-the-art center specializing in psychological health
issues and traumatic brain injuries. Post-traumatic stress, brain injuries and depression are not
uncommon in veterans returning from Iraq and Afghanistan.

[Sidebar]
'Finding employment . . . can be tough for anyone and it can be even more difficult for veterans
with hidden disabilities because of [others'] fear, uncertainties and misconceptions.'

[Sidebar]
Chief of Naval Operations Admiral Gary Roughead chats with two of the participants in the Ride
2 Recovery program at a welcoming event at Bethesda Naval Medical Center in November 2010.
Ride 2 Recovery assists veterans recovering from both physical and psychological
Marine Corps veteran Carlos Figueroa, who suffered a traumatic brain injury in Afghanistan,
gets an assist during a kayaking event at the National Veterans Summer Sports Clinic in San
Diego in 2010. In addition to rehabilitation, education, and training, getting veterans back in the
workplace is crucial to helping them return to the mainstream and productive lives.
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