
GettingHired.com Advisory Council Meeting 
March 15, 2011 
1:00 p.m. EDT 

 
 
Services provided by: 
Caption First, Inc. 
P.O. Box 3066 
Monument, CO 80132 
(800) 825-5234 
+001-630-790-1341 
www.captionfirst.com 
 
 

Edited 
 
      ***  
(Please stand by for the GettingHired.com Advisory Council video 

conference.)  
>> FRANK WEICHMANN:  Good afternoon, everyone.  We are just 

waiting a couple more minutes here for some other members to join 
in and we'll get started right after that.  So just sit tight.  
We'll be with you all in a moment. 

(Standing by.)  
>> FRANK WEICHMANN:  Hi, everyone.  We're waiting a few moments 

for some other folks to join and we will be starting shortly. 
 (Pause.) 
>> TOM CAPATO:  Good afternoon, folks.  This is Tom Capato, 

Chief Executive Officer of GettingHired.com.  Welcome to our 
quarterly Advisory Council session.  We are happy to have all of 
you participating today.  We believe we have a very interesting 
agenda today, falling into three areas.  The first is an update on 
GettingHired.com in terms of progress that we have made during the 
past quarter.  This will be a short update, maybe lasting about ten 
minutes. 

We then have two guest presentations today, the first from 
Easter Seals and the second from Merck.  And we hope to provide you 
with some interesting content. 

I remind you that the session is usually as good as the 
questions you all ask and that we will answer for you as we move 
along through the hour and a half.  So please, feel free to ask as 
many questions as possible, if you have them, so that we can have 
some open dialog and make this session productive for all of you. 

With that I'll jump to some house keeping items.  I’ll refer you 
to the Power Point slide  that I believe Frank has up on our Webex 
at this point.  Just to remind you that if you are remote, if 
you're remote using a phone, please mute your phone so that we 



don't hear any background noise.  If you are going to ask a 
question, please just remember to unmute your phone.  Do not put us 
on hold because we would like to pass on hearing your background 
music, which everyone would hear if you do so. 

So with that being said,  we'll proceed and move forward here. 
So let's start with the GettingHired.com update relating to 

progress that we’ve made since last session. 
On the slide that you are viewing now you should see a few 

statistics that we measure.  We have enhanced this a little bit 
since our last session and will continue to do so as we move 
forward. 

For jobseekers, individuals with disabilities registering to the 
portal, we currently have 49,250-some active accounts.  If you 
attended our last Advisory Council session, you will notice that 
this number has dropped.  We did our yearly maintenance of our 
jobseeker accounts and deleted some accounts that had been inactive 
for long periods of time so we could keep the database as fresh as 
possible, which accounts for the decrease in the number. 

I'll also remind you, though, we add close to 400 to 500 
individuals weekly through the different programs that we have 
going on.  So from an employer perspective, these are potentially 
new candidates to apply for your positions. 

19,000 applications have been submitted from about 7,000 
applicants. 

Part of the objective of our cleansing process is to ensure we 
have a pool of qualified candidates in the database. 

 Our service provider network is up to 1700 folks or different 
organizations.  That has grown, I believe, by a couple hundred 
since our last session.  We continue to add to that every day, to 
the tune of about 25 a week, I believe it's averaging at this 
point. 

Universities.  We have a logos and links program.  That is where 
a university is sharing its logo with us on our website and we are 
sharing our logo with them on the school’s disability services or 
career center page.  We continue to add to the number of schools 
participating in this program on a weekly basis as well. 

We network with over 2300 institutions, community colleges, 
colleges and universities.  We target to communicate with them on a 
weekly basis, providing useful information and promoting our 
employers and their jobs.  What we are hoping to gain there is 
higher registrations from jobseekers with college degrees to make 
them available to our employers. 

Our employer number is at an all time high of 246 active 
employers in terms of folks that are participating.  To the right 
on the slide there starting with Johnson & Johnson, these are a few 
of the new employer logos for this quarter.  We continue to make 
great progress there. 



Then on the bottom right-hand side are just some of the logos 
for employers who have renewed with us over the last quarter.  Many 
of these clients that have been with us for two to three years at 
this point.  Our renewal rate on the employer side continues to run 
at about 70 percent, which we're very happy about.  We continue to 
try to improve the offering so that that renewal rate stays where 
it is, if not better. 

Our last statistic on the slide is the number of employer 
postings.  We surpassed the 100,000 figure in terms of positions 
that employers have posted.  That's a good sign in terms of having 
a good robust number of jobs to attract jobseekers and then to 
generate applicants for positions on employers' behalf. 

Before I move from this slide here, are there any questions that 
you all have that I can answer for you? 

(There is no response.) 
>> TOM CAPATO:  Okay.  With no response, I'm going to proceed to 

the next slide.  I have a few more minutes before we get started on 
the presentations from our guest speakers. 

I’m going to speak about some outreach priorities that we have 
been focusing on here to reach various constituent groups and 
attract them to register to the portal.  They sort of break into 
three areas for this quarter that we have been focusing on.  
Veterans and transitioning military personnel.  College students 
and recent college graduates.  And then an organization called APSE 
that nationwide has over 3,000 member organizations and 
professionals providing supported employment services to 
individuals with disabilities.  We have been working with those 
folks as well.  And of course this is all in addition to what we 
are doing to reach out to individuals with disabilities through the 
online advertising of our employers’ positions. 

 Our strategies in terms of pursuing those three groups really 
rely on creating content that we are moving to those constituent 
groups related to marketing what we are doing and having them 
register individuals to the portal.  So we have been accelerating 
our outreach in terms of e-mails and press releases and articles 
where we can provide content that's important to these outreach 
groups related to helping them with their goals.  That in turn 
helps us register seekers to the portal so we can make them 
available to the employers.  I won't read you what is on the slide 
verbatim.  Obviously, you're seeing it.  I think you get the 
general idea where the focus is on the prior slide and what the 
strategy is on this particular slide related to enhancing the 
enrollment process. 

Okay.  That sort of recaps the GettingHired.com update.  Before 
we proceed with our first presentation, any questions for 
GettingHired.com?  Or should we just move forward?  

>> PHIL HENDRICKSON:  This is Phil Hendrickson.  Can you hear 



me? 
>> TOM CAPATO:  Yes.  How are you today?  
>> PHIL HENDRICKSON:  Excellent.  A quick question.  You talked 

about your veteran outreach.  I know last year I asked if you have 
any stats on the number of veteran members of GettingHired.com from 
a jobseeker perspective.  Do you guys track that?  Or have any 
visibility into how many jobseeker members are veterans? 

>> TOM CAPATO:  Yeah.  I know that Jim was working with our 
technology folks, Phil, in terms of putting that tracking process 
in place.  I don't want to mislead anyone on the phone, but we will 
shoot an e-mail to the Advisory Council confirming what I'm saying.  
I believe that tracking process has been in place for five to six 
months now.  

>> PHIL HENDRICKSON:  Okay. 
>> TOM CAPATO:  Specifically what the number is, I would be 

misleading you if I quoted one at this point.  So I'll come back 
and provide that number after the two presentations today at the 
end of the call.  Because we'll have some time to look for the 
correct one and go from there.  

>> PHIL HENDRICKSON:  Thanks. 
>> TOM CAPATO:  Okay. 
Any other questions at this point for GettingHired.com? 
(There is no response.) 
>> TOM CAPATO:  Okay, great.  So let's get started with the 

guest presentation piece of the agenda today.  I believe I'm right 
on time.  I had until 1:15. 

So our first guest is from Easter Seals, which we have now had a 
relationship with for close to three years, from the inception of 
the portal.  They have been great partners and very helpful in 
terms of helping us make progress.  We have with us today Wade 
Wingler and Wade is going to educate us on assistive technologies 
that are in available the market.  He is very familiar with this 
topic and hopefully this will be of value to you. 

Without much more talk on my part, Wade, it's all yours. 
>> WADE WINGLER:  All right.  Thanks so much.  And can you hear 

me all right? 
>>:  Yes.  We are going to pass this over to you right now. 
>> TOM CAPATO:  Hang with us a minute while we make the change 

in the technology. 
>> FRANK WEICHMANN:  Right.  Hold on.  There we go. 
All right, Wade.  Do you have it? 
>> WADE WINGLER:  It says that I do.  Let me see if I can get my 

desktop to show here. 
Okay. 
Give it a second to kick in.  You guys have a slide there that 

says Easter Seals at the top? 
>> FRANK WEICHMANN:  Not yet. 



>> TOM CAPATO:  I do.  We do, Wade. 
>> WADE WINGLER:  Excellent. 
Well, thanks so much for agreeing to allow me to be on your 

agenda today.  My name is Wade Wingler.  I'm director of assistive 
technology at the Easter Seals affiliate in Indianapolis.  So I 
have spent the last, gosh, a little over 17 years of my life trying 
to live in the realm of figuring out how to help folks with 
disabilities use technology to be more independent. 

One of the things that I like to remind folks is that if you 
think about your day so far, you have probably relied on a number 
of technologies.  Everything from the alarm clock or cell phone 
that might have woken you out of bed this morning, if you're lucky 
like me, an automatic coffee pot to get the smell of coffee 
throughout the house this morning.  You probably relied on 
transportation technology, automobile or public transportation to 
get where you are today.  Right now we are using three or four 
different kinds of technology to do this presentation. 

Obviously Easter Seals focuses on working with folks with 
disabilities.  Technology is a big piece of that. 

If you think about the amount of technology each of you have 
taken for granted today, one of my goals as a professional and one 
of the goals of Easter Seals is to allow people with disabilities 
to take advantage of technology, whether that's a special computer 
system or special telephone system or something simple like a 
device that makes items in your work place work better.  My goal is 
to help people with disabilities to do the same. 

This next slide here, I usually like to start out with what is 
assistive technology?  I plopped down a bunch of things here that 
may or may not be considered assistive technologies.  Some are very 
high-tech, some low tech.  There's computer stuff there.  There is 
a pretty high end wheelchair.  There's a contraption in the upper 
right.  Also there's a pile of bricks in the middle near the 
bottom. 

All the things on here could be considered assistive technology.  
I'll get to a definition here in a minute. 

I also stuck a picture of a Rolex in there to show that 
assistive technology can be fancy and expensive.  Sometimes it is, 
sometimes it is pricey and not always.  We'll get into that and 
talk about statistics that you folks probably already know. 

So the boring, nerdy definition of assistive technology which 
comes from the Assistive Technology Act, “any product, device, 
equipment, whether acquired commercially …” you can read that 
there.  Basically, technology to help people with disabilities to 
be more independent.  The definition I use is any device, tool, 
gadget, giz-wiz that allows a person with a disability to be more 
independent at home, in the community at school or at work.  I'm 
not a person who formalizes definition.  When it gets down to it, 



it's equipment that allows people to be more independent. 
We spend a lot of time at Easter Seals in the classroom, in the 

home, trying to help folks identify what kind of technology would 
help them be more independent.  As I was putting together the 
slides for this presentation I got to thinking back about some of 
the real world examples that I have had experience with.  Obviously 
for today's presentation we are going to focus on people with 
disabilities in the work place.  These are things you may or may 
not have seen. 

I'll give you hypothetical examples here and spend time in the 
presentation showing you examples of technology that are probably 
on your computer right now that constitute assistive technology and 
make ease of using a computer more effective for folks with 
disabilities. 

Some of these hypotheticals with pictures are here.  The top is 
a gentleman who is blind using a screen reader or Braille 
technology to access his computer.  I have had the opportunity to 
work with dozens and dozens of people who have varying levels of 
vision impairment, needing magnification or relying on a talking 
computer. 

The picture with the keyboard and the purplish screen is the 
refreshable Braille panel.  If you haven't seen it before, it works 
in conjunction with software and would make a Braille 
representation of the information that comes across your screen. 

So for example right now, the slide says real world examples at 
the top.  Those little bumps where the woman's fingers are on the 
picture would raise up and in Braille they are real world examples.  
As she arrows, those would fall and new bumps would pop up.  It 
would fall and rise again,  you can see how a refreshable Braille 
panel would allow somebody who is blind or visually impaired to use 
a computer. 

The bottom pictures are about communication systems.  The device 
there to the left is a Dynovox, a portable communication device 
used by people who are nonverbal or can't use their verbal skills 
effectively to get the point across.  The photograph on the right, 
you recognize Dr. Stephen Hawking, a brilliant astro physicist who 
has ALS that renders him unable to speak.  That's the technology he 
uses to give scientific lectures. 

Generally that kind of communication is called augmentive and 
alternative communication.  You may see folks in the community 
using those kind of devices. 

The next slide here is pretty simple.  You see a gentleman in a 
wheelchair who has a lower level spinal cord injury.  In fact, both 
of these guys in the picture have similar injuries.  The guy on the 
top has a computer work station that has been modified.  You see 
that the desk is raised to accommodate the wheelchair.  Things are 
positioned in a way that they are easier for him to reach. 



He has some ability, although he's quadriplegic, he has some 
ability to use his hands.  Real world assistive technology means 
sometimes moving things around. 

In the first slide or two, I had a pile of bricks.  Don't think 
I haven't used bricks before to raise a desk in a pinch to help 
somebody in a wheelchair get up under it. 

The bottom photograph is a picture of a person using adaptive 
vehicle modifications.  He has hand controls there and some lower 
effort steering equipment to help drive a truck.  We see a lot of 
folks who use vehicles as part of their employment, whether they 
are on the road as a sales person or have to drive as part of their 
job using vehicular modifications. 

We are starting to see more and more mainstream kind of stuff.  
A little bit later I'll plug our blog for mainstream stuff.  We 
have a picture of an iPad there.  We are starting to see more 
personal electronic devices being used as reminder systems, 
prompting systems and communication systems. 

That's kind of nice because if you are a person with a 
disability and you have a hard time remembering what to do through 
the day, or if you have cognitive challenges and need to sequence 
work better,  instead of having special technology different from 
anybody else, using mainstream technology is what we do more often.  
Sometimes it's as easy as having an iPod touch or iPad or iPhone to 
give prompts throughout the day.  We are using more and more 
technology that comes from mainstream. 

The bottom one is a picture of a person using basically a web 
cam setup and video Relay systems or video interpreting.  Where 
people who are deaf can use sign language to talk over a web cam. 

These are basic examples of assistive technology.  Up at the top 
we have a voice activated computer where you can actually talk to 
your computer system and dictate and get it to respond. 

We use a program called Dragon Naturally Speaking a lot to do 
that, but there's also a free version of that program that is in 
Windows Vista, Windows 7 that will allow you to dictate to your 
computer.  As I get into some of the free stuff built into your 
computer, we'll talk about that. 

Same with computer magnification.  The ability to zoom in and 
out on things for people who are visually impaired is very useful, 
when you get to the nitty gritty. 

Sometimes people use a mouse and on screen keyboard.  Maybe they 
don't have the ability to reach up and touch the keyboard.  Maybe 
they have a spinal cord injury or cerebral palsy or something like 
that.  But with a virtual keyboard and modified mouse or even a 
standard mouse, they will have the ability to type things on their 
computer. 

A lot of times folks think there's fancy technology and wow, 
that would be stuff that is cool, useful, helpful, but what does it 



cost?  According to the Job Accommodation Network, I know you guys 
are aware of those folks, two-thirds of the accommodations that are 
provided cost less than $500, and  nearly a quarter of 
accommodations cost nothing at all. 

That's kind of consistent with the accommodations that I have 
seen.  A lot of times things are simple.  Easy accommodations, not 
too expensive.  On the flip side I have seen very expensive 
accommodations, very expensive software, refits, and custom program 
developments.  I've even seen businesses put in elevators to help 
senior executives get to their upper floor offices.  The cost does 
range greatly, but a lot of stuff is not terribly expensive.  For 
smaller businesses there are tax incentives to help offset the cost 
of that. 

We spend a lot of our time going through the accommodation 
process.  One of the things we try to consider are what are the 
existing resources out there?  Are there things that we can do that 
don't cost that will help somebody to be more effective on their 
job?  Some of the pictures and examples I have here, it's easy to 
take a copy machine and create large print documents on the fly.  
You can take an eight and a half by 11 document, zoom it up to 
legal sized document, and that gives a minor level of magnification 
or large print.  Sometimes that works well.  That also works well 
with folks to fill out forms.  You can take a regular size 
document, zoom it up with a copy machine, have that person fill out 
the form or document and reduce it on the copy machine back to its 
original size.  That's an old trick that has been happening a long 
time. 

At the bottom of the slide we have a picture of a lamp.  
Sometimes people with visual impairments do better with different 
lighting, changing the way the lamp hits in the environment.  
Moving a lamp around is an easy way to adjust the lighting. 

There is a person wearing a telephone head set.  Sometimes 
people who have difficulty with their hands do better with a 
telephone head set.  I'm using one right now because I need my 
hands to run the demonstration.  Certain parts of the organization 
may already do this as standard procedure, and maybe this can be 
moved into a different area so a person with a disability can have 
their hands free. 

There are lots and lots of computer accommodations.  I will 
spend some time going over some of those here in the next slide or 
so, but I wanted to give you the website.  Microsoft and Apple 
being the two producers of computer software, both have a team and 
a Web presence dealing with disabilities.  Microsoft.com/enable and 
Apple.com/accessibility have hubs and great resources. 

I'm going to, I think we have it set up and tested this earlier.  
I'm going to show you real world examples of Windows accessibility 
as well as some Apple accessibility on the screen here in a second. 



For Windows users, the way you get to this stuff, if you're 
before Vista, go to start, settings, control panel, accessibility 
options. 

Or Vista, you have click start and then type ease of access, hit 
enter.  And that's how you get to the accessibility stuff. 

I will break out of the presentation here.  I have, I brought a 
Mac right now, but I have a Windows desktop going right here.  I 
want to show you some of the things that are available.  The 
Windows version I'm running is XP.  It's a little bit older.  If I 
click on the start button, go to settings and control panel, you 
are going to see a bunch of stuff.  You'll see the wheelchair 
symbol right here.  That's where a lot of the accessibility things 
exist.  If you're on Windows 7 or Vista, you'll see something 
different, ease of access center.  The same kind of controls are in 
there. 

One of the most popular things we see is sticky keys.  That's a 
program when you turn it on, it basically allows you to type 
capital letters without having to hold down the shift key.  My 
first name is Wade.  If I want to type W, I have to have the 
ability to hold down the shift and type a W to make that happen. 

Or if I'm clever I'll use caps lock.  I'll hit caps lock, hit 
the W and hit caps lock again to turn it off.  If you need to hit 
control P for print or control O for open in a application, all of 
a sudden the caps lock trick doesn't work anymore. 

That's where sticky keys figures in.  You turn on sticky key, 
tell it to apply and when you hit shift, it will basically hold 
down the shift key for me and let go of it.  I can go ahead and 
type. 

And that works for the control key, the alt key and any other 
key that you are required to hold down one key to modify the next 
thing you type. 

Sticky keys is a quick and easy way to be able to hold down the 
shift key for somebody who doesn't have the physical ability to do 
on their own. 

Filter keys are a little modification that will slow down or 
allow you to adjust the way the keyboard responds. 

I don't know if you ever held down a key on the keyboard and it 
takes off and makes a bazillion of the letter J.  I'm holding down 
the J right now and because I'm testing filter keys, it slows down 
that key for folks who have a hard time on the keyboard. 

Sticky and filter keys are good tools to play around with.  
There are settings for sound so when your computer beeps or binges, 
people with hearing impairments don't have access to that 
information.  You can play around with that. 

There are also high contrast settings in here.  When I get to 
the Mac portion, it does a nicer job of doing that.  It is designed 
for people who have senior vision problems but who are not totally 



blind.  It turns the black to white and white to black on the 
screen.  It inverts colors and allows you to do those things. 

When I do the Mac portion, I'll show you how you can turn the 
numeric key portion into a mouse and control the mouse that way. 

There's a lot of different things available here.  Again, I went 
to the start button, to settings, control panel, and when I got 
there I clicked on the accessibility options and that brought those 
things up for Windows. 

I want to jump over here to Mac and show you some of the same 
things that are there.  Let's see, make sure I didn't miss anything 
on this. 

Oh, there's a Windows magnifier.  Let me jump back again.  It 
says I'm running XP, and it's going to be a little bit different.  
I go to programs, accessories, and accessibility.  There's an 
accessibility wizard that will ask you some questions and teach you 
how to use these tools.  There's a magnifier, an on screen keyboard 
that I'll come back to and there's a screen reader that reads 
things out loud. 

This magnifier loads up a program and allows you to zoom in on 
areas of your screen.  Right now the magnifier level is set to 2.  
I can bump it to nine, but I'll go to five or six and stretch my 
screen a little bit.  No, it's not going to let me do that. 

There we go.  Now you can see that I have an unmagnified screen 
at the bottom, but at the top I'm moving it around and looking to 
see a magnified version of whatever I have on my computer.  So I 
can do that with a word processor.  I can do it with a spreadsheet.  
It doesn't really matter.  I can do whatever I want to get a 
magnified version of my Windows going there. 

There are some things in Windows that are free, available and 
that have existed since Windows 95.  The versions that are 
available in Vista and Windows 7 are even more robust than the ones 
I showed you right now. 

Similar things exist on the Mac.  If I go to the system 
preferences and click on universal access right here, I'll see 
things that are similar.  Looks similar to what we saw in Windows. 

For example, I can turn on zoom and zoom in and out by holding 
down alt, command and plus or minus.  For Mac users it's easier.  
If I hold down the control key and zoom my wheel in on my magic 
mouse or regular mouse, it will zoom in and out.  That's available 
on all Macs.  It's turned on by default.  You hold down that 
control and use the wheel on your mouse or touch pad on zoom to go 
in and out. 

It has the ability to invert the colors like I talked about with 
Windows.  I can get white on black or black on white.  I can switch 
it to gray scale so that in either one of those if I have color 
sensitivity I can drop the colors and go to a gray scale, black and 
white. 



I can also use this adjustment here to enhance the contrast.  As 
I keep moving this over, it gets brighter in the brighter spots and 
darker in the darker spots.  It allows me to create different 
levels of contrast.  One of the tricks of people with low vision, 
there's no magic answer, no one solution that works for everybody.  
The capacity to be able to adjust is really important. 

Here is another thing that is really interesting.  If you are 
listening online you're going to get this.  If you hold down the 
command key, this symbol right here on function 5.  It works on any 
Mac in the world, it turns on voice over.  Voice over is basically 
a screen reader.  One of my slides where I showed the Braille 
panel, for that particular person we were using a screen reader 
application that we added on to the Windows computer. 

For Mac you hit command F5 and the Mac starts talking right 
away.  Another program, version called voice over, that runs on the 
iPod touch, iPad or iPhone.  If you go into the Macintosh systems 
or IO devices, voice over exists.  That makes people who are blind 
and visually impaired able to use screen readers. 

You have the ability to make the screen flash in addition to 
beeping for folks who are hearing impaired.  You will see sticky 
keys and slow keys and similar things that we found in Windows and 
the ability to use mouse keys.  Mouse keys converts my number pad 
into a mouse.  I held down the number 7 to make my mouse slide to 
the left.  Holding down number three to make it go to the lower 
right.  You can use my numbers to move my mouse around, click, all 
those kinds of things. 

These are some basic accessibility features that are built into 
the Windows and the Macintosh operating systems for assistive 
technology. 

Most of the things I showed you are free and are a somewhat 
limited version of the accessibility features available with 
commercial applications that are sometimes more robust. 

Here is another quick trick in the Macintosh world where I can 
bring up the on screen keyboard.  If I go into my system control 
panel, languages, input sources.  I'm clicking fast here.  Turn on 
the keyboard character viewer right here, it gives me an icon next 
to time and date in the upper right.  I say show keyboard viewer.  
What it does, it brings up an on screen keyboard right here in the 
middle of my screen.  That's pretty powerful stuff.  For anybody 
who doesn't have or can’t use a standard keyboard, they can use the 
mouse and they can type like this.  They can point and click and 
have access to an on screen keyboard.  If the person doesn't have 
the ability to use a standard mouse, sometimes we'll use a track 
ball like this picture in the lower right of my slide.  That track 
ball can be mounted under somebody's elbow, foot, chin.  We have a 
gentleman we work with who uses his feet and one of the track balls 
with the on screen keyboard.  He was born without arms.  He moves 



his feet around and types on this and can do graphic design and 
architectural computing, things like that, using this on screen 
keyboard and his track ball. 

Those are just a few of the things that are available.  I want 
to jump back into my slide here and cover a couple of resources.  
After today if you find that you need help with assistive 
technology and job accommodation, here are a few resources you 
should be aware of.  Obviously we are going to plug Easter Seals.  
They have a nationwide group of people who do this kind of stuff.  
Not all Easter Seals provide all of the same services, but what 
you'll find is Easter Seals is a great place to start. 

Additionally, the Assistive Technology Act Projects.  There's a 
federal law that says all states should have resources and 
information about assistive technology.  In Indiana we are the 
Assistive Technology Act Project.  We call it INDATA.  You can go 
to www.RESNAprojects.org, it will tell you who is the Tech Act 
Project in your state and territory.  Every state and territory has 
one.  If they don't directly provide these services they can tell 
you who does.  They can give you the local resource for job 
accommodations. 

JAN, the Job Accommodation Network, you are familiar with them, 
they are federally funded.  They have people who you can call up 
and say hey, this is what I'm dealing with.  I have this person 
with this disability, here is the job.  How can we help?  They do 
free phone conversation consultations, and have good databases of 
information.  They are good on etiology and pathology of diseases 
and accommodations that are available.  Abledata.com is a database 
of assistive technology products.  They are the best one stop shop 
to learn about assistive technology products.  I'm here to tell you 
we use Google as much as we use Abledata.  Abledata is a fairly 
filtered down database, it is hard to get it updated.  This 
technology changes very, very rapidly. 

I will do a shameless plug for our blog.  This is Easter Seals 
of Indiana and the act project I talked about.  We have a blog on 
assistive technology.  We post almost every day on all things 
assistive technology. 

I'll jump up to that right here.  Let you see some of the things 
that we have coming at us here if you are interested in learning 
about what is new in the field of assistive technology.  You can 
come here and learn. 

For example, today we are talking about the Job Accommodation 
Network and our partnership with them.  Yesterday we put out a tip 
video.  Usually on Mondays we put out a video of three to five 
minutes where we talk about new assistive technology products that 
are happening. 

This one is about NVDA.  That is Non-Visual Desktop Access, a 
free screen reader.  Commercial products that help people who are 



blind with computer access can cost thousands of dollars.  We 
talked about voice over here and in this blog I talked about NVDA. 

We also talked about cerebral palsy and Internal Revenue Service 
aid for people with disabilities. 

In another hour or two we will have our first look at the iPad 
2 which came out last Friday and has accessibility features built 
in.  We are excited about the possibility of using iPad 2 for 
augmentive reality.  If you imagine an iPad as a picture frame and 
you hold up this blank picture frame and it uses a camera.  Lets 
you see what is in front of you.  You are standing on Bower Bonn 
Street and want to know where to eat.  With the iPad 2, the camera 
shows you what is in front of you.  Like you're looking through the 
iPad.  Because an iPad has a GPS in it, it knows where you are.  It 
has a gyroscope in it, so it knows which way you are looking.  You 
can look at Yelp or Google maps to help you navigate and see what 
bar has a special going on or where it's happy hour or where 
there's a historical place, it helps you navigate there.  It will 
lay down a green line and say follow the green line to go to the 
Cafe DuMonde for beignets and chickory coffee. 

We will have that picture up on our blog later today. 
With that, I'm ready for questions if folks have some. 
>> FRANK WEICHMANN:  We'll open the floor to questions.  Anyone? 
(There is no response.) 
>> TOM CAPATO:  Okay.  This is Tom again.  Wade, thank you very 

much.  We appreciate it. 
We will make your e-mail address available to the Advisory 

Council members as well.  If there are questions afterwards, 
they'll feel free to e-mail you directly.  Thank you for your time, 
and a very good presentation. 

Okay.  Phil, are you still there?  
>> PHIL HENDRICKSON:  Yes. 
>> TOM CAPATO:  The answer to the veterans question.  We put in 

the technology to measure, when individuals register, to identify 
their veteran status on about August 1st.  So it is roughly about 
six months and we are averaging about 35 to 50 veterans a week at 
this point.  So for that period of time we are a little bit over 
800.  But we are feeling fairly comfortable that prior to having 
that piece of technology that allows individuals to indicate their 
veteran status, that the percentage of veterans registering was 
probably the same.  The percentage, which is a bit over 5%, 
probably holds true over the entire database.  So that would equal 
a figure of about 2500 people in the entire database, 2500 
jobseekers who have identified themselves as veterans.  

>> PHIL HENDRICKSON:  Got it.  Thank you. 
>> TOM CAPATO:  If you have any more questions, shoot us an 

e-mail and we'll be happy to answer them for you there.  
>> PHIL HENDRICKSON:  Thanks a lot. 



>> TOM CAPATO:  Let's move on to our next guest speaker, who is 
from the Merck organization.  They now have been a member for three 
years.  They are actually one of our founding members.  I think 
they were our third or fourth employer and have been very good to 
us with their support, guidance and help. 

Today we have Marlon Doles from Merck.  And he's going to talk 
about Merck's internship program.  Also their employer resource 
group program.  He has a half hour to walk us through his material 
and then we'll ask him some questions and we'll wrap the meeting 
up. 

With that being said, Marlon, welcome.  We haven't had a chance 
to speak yet, but on behalf of GettingHired.com, thank you to 
Merck.  The floor is yours. 

>> MARLON DOLES:  Tom, can you hear me? 
>> TOM CAPATO:  I can, Marlon. 
>> MARLON DOLES:  Also, Stephanie Pallante is here as well.  We 

are going to split the presentation and do I have control of the 
slides? 

>> TOM CAPATO:  You should right now. 
Hi, Stephanie.  How are you? 
>> STEPHANIE PALLANTE:  Doing well, thank you. 
>> TOM CAPATO:  Long time, no speak. 
>> STEPHANIE PALLANTE:  Absolutely.  Good to hear your voice. 
>> TOM CAPATO:  Thank you for all your help and support. 
>> STEPHANIE PALLANTE:  Certainly, glad to hear you. 
>> FRANK WEICHMANN:  Marlon, you should have control.  You can 

use the forward and back arrows for the presentation there on the 
screen. 

>> MARLON DOLES:  For some reason it is not letting me advance.  
Hold on a minute.  There we go. 

So here is our agenda for today.  First of all, we can't start 
any presentation without talking a little bit about our company.  
We want to just talk a little bit about the new Merck since our 
merger with Schering-Plough almost two years ago now.  We will talk 
about the company, and I will talk probably more about the Merck 
Allies for Disabilities, the employee resource group that we 
partner with on recruitment activities.  I'll share about their 
accomplishments for 2010 and their objectives for 2011. 

I'll then turn the presentation over to Stephanie and she will 
talk more about the veteran and people with disabilities recruiting 
objectives that we have, along with our partnerships with 
internship programs that are catering to this constituency and she 
will talk about the Merck Future Talent Program. 

So just some information about the new Merck organization.  Of 
course, we merged with Schering-Plough in 2009.  I'm sure some of 
you have been following what has been going on with the merger and 
post merger.  We've come out of the merger as being one of the 



global healthcare leaders in the U.S. and abroad.  Our motto is 
that we want to help the world be well.  For those individuals who 
might have seen our tag lines before, you might have noticed the 
change. 

We provide innovative pharmaceuticals, vaccines, consumer 
biologics, healthcare and animal health products to help improve 
the wellbeing of all of the world. 

We have more than 50 percent of our businesses now that are 
outside of the U.S.  So that's been a huge change for us.  And 
Steph will probably talk more about that when she gets to the 
internship program as we do more of that globally now. 

Of course, we have had a lot of growth in our emerging markets.  
So we go to the next slide. 

This gives you some key company facts about the organization.  
So within the U.S. we are known as the Merck organization.  For 
individuals that might have looked at us outside of the U.S., we 
are known as the MSD organization.  We are doing branding, in the 
U.S. we're known as Merck and outside of the U.S. we're known as 
MSD. 

We have approximately 100,000 employees.  Our headquarters is in 
White House Station, New Jersey.  However, we do have several major 
facilities around the U.S. and outside the U.S. 

Stephanie and I both reside or are based in the West Point, 
Pennsylvania, facility which is a suburb right outside of 
Philadelphia. 

Our businesses, of course, are pharmaceuticals, vaccines, 
consumer biologics, healthcare and animal health.  There are 
revenues for 2009 and our expenditures. 

So getting into talking a little bit about our Merck Allies for 
Disabilities, we are of course extremely proud of the number of 
employee resource groups that we have.  We are proud that they also 
help us tremendously with our recruiting effort.  They also help us 
with community service and community outreach. 

The Merck Allies for Disabilities is just one of the eight 
employee resource groups that Merck has.  And as was the case with 
Merck Allies for Disabilities, all of our employee resource groups 
are focused on several key areas.  Community service and outreach, 
as I mentioned.  Cultural awareness.  Making sure that individuals 
within the organization are aware of the culture and the cultural 
nuances. 

Professional development and last but not least talent 
management to recruit new employees and bring in new employees. 

This is an inclusive network that offers colleagues to support 
their professional development.  All our resource groups are open 
to everyone.  You don't have to be a part or member of the 
constituency to actually join any of the employee resource groups. 

The MAD group also collaborates with diversity and inclusion 



organizations on a regular basis.  They help us with a lot of our 
compliance issues.  We are big partners with OFCCP as I'm sure a 
number of other organizations on the phone are.  We pro actively 
work with OFCCP to make sure we are in compliance and look at new 
and innovative ways to enhance some of the compliance situations 
that we might have. 

MAD also serves as the corporate ambassador to help sort of 
strengthen the organization's image. 

Also, as I said again, it helps us with recruitment efforts. 
So the vision for MAD is to build a dedicated resource group 

that promotes diversity inclusion for colleagues with disabilities, 
colleagues with disabled family members and other allies throughout 
the organization. 

And some of the things that sort of go with that is they have 
been working with us on a number of projects around the 
organization and with the disability management control office on 
looking at different creative ways to help with accommodations of 
different individuals and with their family members. 

So if we look at the MAD mission, it is promoting disability 
awareness and inclusion through colleague training programs and 
educational seminars we might have.  They have a number of 
workshops throughout the year and lunch & learn throughout the year 
to promote this. 

They assist in evaluation and implementation of accommodation 
and assistive technology.  Contributing to the professional 
development of colleagues through networking and mentoring 
initiatives.  You will see in the next slide we'll talk about 
accomplishments and talk about the mentoring programs that they 
had. 

And of course, they provide global support and inclusion to our 
human resources colleagues, with respect to or in respect to 
training, development, recruitment and education for the family 
members. 

So here are some of the accomplishments that the group has had 
this year, pretty significant.  I'm not going to go through all of 
them as you can see them there.  These, of course, are not all of 
the accomplishments that they have had.  But each year we do a 
diversity summit at the end of the year for all of our employee 
resource groups.  And these resource groups actually display 
posters of some of their highlighted events for the year and they 
have quite a few with the Merck Allies for Disabilities group. 

One of the major events was they brought in Bonnie St. John who 
some of you may have heard speak before.  If you haven't, I 
encourage you to bring her into your organization.  She is a 
motivational speaker and she was one of the first African Americans 
ever to win both Olympic silver and bronze medals for ski racing in 
Paralympics.  She has been a personal friend ever mine and has 



helped me with understanding a lot as it relates to recruitment of 
this particular constituency. 

Like I said before, back in October we did a Disability 
Mentoring Day.  We had a number of individuals from the local 
colleges and universities and high schools come in to the Merck 
organization in different sites and were able to shadow some of our 
MAD members for a day.  Some of those relationships have continued 
throughout the year.  And we have actually had referrals from some 
of those individuals into some of our internship opportunities and 
to our full-time opportunities. 

So just looking at some of the objectives that we have for 2011, 
we, of course, have a heavy focus here at Merck on both of our 
veterans and our people with disabilities constituencies.  So we 
wanted to put some aggressive goals in place for 2011.  Steph is 
going to talk a little bit more about that, but I want to highlight 
some things that we are going to be doing in partnership with the 
Merck Allies for Disabilities. 

We are looking at internal and external marketing campaigns as 
we speak which, of course, would consist of ad placements with 
diversity media; articles that we are able to create in different 
publications; awareness to our internal organization and to our 
external organization, or to external organizations about what we 
are doing in the recruitment space. 

Working together with the MAD members to help us staff different 
booths at career fairs.  One of the major career fairs that we go 
to is the diversity expo in science, technology, engineering and 
math, which we'll be attending on March 31st in DC.  I know some of 
the other organizations are there as well. 

But we will have individuals from our MAD organization attend 
that with us.  We also are big partners with Career Opportunities 
for Students with Disabilities (COSD), and we also will have 
individuals from MAD help us with our Wounded Warriors event or 
Hire Heros event in June in DC as well. 

We are rolling out disability etiquette training.  I lead a 
veterans and disability recruitment council here at Merck.  That 
council is made up of recruiting representatives from each of the 
divisions of the organization.  And we are the subject matter 
experts around these two constituencies.  So we are going to be 
rolling out disability etiquette training to those individuals on 
that council.  And then later in the year we will roll that out to 
all of the recruiters corporate-wide. 

Then, of course, creating more alignment between recruiting and 
the Merck Allies for Disabilities through regular meetings and 
updates that we'll have on our progress with the recruiting 
council. 

So with that being said I'll transition over to Stephanie and 
she will talk a little bit about the internship partners that we 



have. 
>> STEPHANIE PALLANTE:  So as Marlon mentioned, we have a 

recruiting council that was started last year that really 
specializes in and focuses on our veterans and people with 
disabilities. 

And like Marlon mentioned, they are our subject matter experts 
within those constituencies.  They help to really gain sponsorship 
and traction within each of our divisions and businesses. 

So as Marlon mentioned, the goals of that council are to develop 
short and long-term candidate sourcing pools for each of those 
constituencies. 

They develop those strategic relationships not only within our 
areas of business but within our veteran associations and on our 
college campuses.  There is a service academy, and other recruiting 
venues and search partners that we have developed relationships 
with. 

They develop target veteran and people with disabilities 
sourcing pools within those communities through enhancing programs 
granting relationships.  We have done a lot of work over the past 
year plus to enhance our brand within those constituencies and it 
is work that Marlon and that the council have done in partnership 
with our advertising agency, within our corporate communications 
organization as well. 

So some good work created there. 
They've also looked to enhance our onboarding process and 

they've put a formal process in place, what we are calling a 
check-in process with the veterans and the people with disabilities 
hires, a 30, 60, 90-day contact with these individuals.  It's 
something that we are putting in place this year.  And certainly we 
can check back with you to let you all know how that is working and 
how that is getting traction within the organization. 

We are also creating a diversity recruiting process to increase 
the number of individuals screened for technical competency and 
elevated to our Kennedy program for our hiring needs.  This is an 
area that we have higher volume needs particularly within our 
manufacturing division, and is where we're getting the highest 
traction level. 

We have also implemented a JMO program, particularly within the 
manufacturing division as well. 

We are also outlining specific veteran and people with 
disabilities recruiting goals for each division.  Those subject 
matter experts that sit on the council are the ones that really are 
those that are acting as the accountable individuals getting the 
demand plans from each of the divisions and really looking to drive 
that accountability forward with those divisional leaders. 

So moving forward, I’d like to now talk about our internship 
partners that relate to individuals with disabilities.  I think 



over a number of years that I have been associated with Merck and 
in particular within the university and diversity recruiting area, 
we have created really strong partnerships with a number of very 
good organizations with which we have been successful at leveraging 
very bright and talented individuals into our organization, not 
only for the summer but have converted them into full-time hires as 
well. 

You are going to see a number of those organizations outlined 
here, starting with the American Association for the Advancement of 
Science (AAAS) organization through their Entry Point program.  I 
think since I have been a part of the university and diversity 
recruiting association, every year we have increased the number of 
students coming into Merck's future talent program through Entry 
Point. 

We have also worked with the National Business & Disability 
Council (NBDC) program through emerging leaders.  The National 
Technical Institute for the Deaf (NTID) program, and Career 
Opportunities for Students with Disabilities (COSD).  We have been 
associated with them for a number of years. 

Also through the Wounded Warriors organization and its Hire 
Heroes program, founding partner there. 

STEM diversity expos, as well as working closely with the core 
24 university partners and their offices of disability management 
as well.  Marlon, I'm going to put you on the spot here, if you 
wouldn't mind walking through some examples, in particular when you 
were involved with one of our college relationship managers, Grace 
Coleman, on the campus of MIT, if you want to walk them through 
that example. 

>> MARLON DOLES:  Yeah, sure.  We have had a number of 
individuals at MIT who were of this particular constituency.  And 
we had a number of those individuals come in and actually help our 
client or particular internship opportunities.  We have been able 
to land some of those individuals into roles within our internship 
program.  We are ecstatic about that. 

>> STEPHANIE PALLANTE:  And we hosted some specific events that 
really have worked through their office of disability management, 
and really have educated them on all that Merck has to offer and 
the commitment that we have within this constituency as well. 

I'm going to take a little bit of a spin off of some shameless 
plugs, if you will, again.  To talk a little bit about what is 
Merck's future talent program. 

So what is that at Merck?  It is our internship and Co-Op 
program.  It is a program designed to provide top notch university 
students with the opportunity to work on truly meaningful 
assignments and gain real life experience within industry. 

So it is a program designed to attract currently enrolled 
students for full-time opportunities after graduation.  It isn't 



just a summer job for us at Merck, not just an extra pair of hands, 
but we really leverage this program to have a look and sort of a 
try before you buy opportunity for us to really look and evaluate 
these students as pipeline for us for the next level of leaders 
here at Merck. 

It is a strategically aligned program for just that, attracting, 
developing and retaining that top talent to meet our long-term 
strategy. 

The objectives are again to further our diverse creative, 
innovative environment, provide students with that rewarding 
experience that is culturally diverse. 

What do we offer the students from a compensation and benefit 
perspective?  All assignments are paid positions.  I know you all 
have probably been reading a lot about the dissension that is out 
there, are they paid or unpaid?  There's a lot of talk about that 
in the marketplace.  Our positions are paid. 

We also offer our students housing accommodations.  For 
undergrad students that is dormitory style housing.  For our 
graduate students, that's apartment style housing. 

We also provide all of our students with transportation to be 
and from the work site and we offer our students the opportunity to 
work at over 100 Merck locations across the United States.  We also 
provide them with orientation as well as corporate sponsored events 
which provide a lot of networking with many of our senior leaders 
and knowledge gathering and sharing. 

Our student internship program is a ten to eleven-week program 
over the summer, and the Co-Op program is a four to six month 
program any time throughout the calendar year.  The application 
process, all of our opportunities are posted on 
Merck.com/careers/universities and the applications have to be 
completed online.  Those asked to interview will be required to 
fill out an application. 

So please, any of you who have friends, relatives, please 
forward that along to them. 

And I'll pause there for any questions that Marlon and I can 
respond to. 

>> MARLON DOLES:  Actually, I just want to piggyback on some of 
the things that Stephanie said. 

Our internship program is the foundation for our diversity 
program for all of Merck.  So one of the things that we have done 
within that internship program, and Merck has been doing this for a 
couple of years now is as it relates to partnering with the diverse 
internship programs and partners, AAAS, NTID and COSD, our 
university and diversity relations team actually sets aside a pool 
each year for diversity interns from some of those particular 
groups. 

So that has helped us to gain a lot of traction with some of our 



key stakeholders.  What we have been able to do is say:  Hey, you 
may not have the funds for a specific intern this year, but we will 
help you fund that intern and that has proven to be a huge 
highlight within our internship program because nine times out of 
ten those particular interns have a great experience.  Those 
managers have a great experience.  It opens their eyes to this 
particular constituency.  And they want them to come back.  We have 
several repeat interns from some of those programs coming back this 
year.  And it's very interesting.  When I reach out to some of the 
hiring managers, hey, are you able to take one of our diverse 
interns this year?  They said yeah, give me somebody from AAAS, 
somebody from NTID, they were terrific last year. 

>> STEPHANIE PALLANTE:  That speaks volumes because I talked 
about Entry Point.  Over the past years, it has been two, three, 
six, now eight.  It has been increasing and I think it has been on 
the reputation that the students hold.  To Marlon's point, 
sometimes it was started by:  Well, we will pay for it.  Again, the 
credibility of the student, the lack of hesitation today, it has 
opened doors. 

>> MARLON DOLES:  And I will encourage you, if you have not 
participated with Entry Point or Emerging Leaders before, they are 
excellent programs and make it extremely easy for you because 
basically all you have to do is give them a job description and 
they will search and find individuals that directly match those.  
And they are good partners.  We do conference calls with them 
throughout the year to maintain the relationship and make sure we 
are good partners. 

We did have a question come in from Weston Macmillan.  What do 
you mean by being proactive with OFCCP?  Are you talking about 
proactive steps to be compliant with the regulation?  Are you 
actually partnering with individuals from OFCCP on projects and 
initiatives? 

It's kind of two fold, Weston.  We partner with several groups 
that are formed out of OFCCP.  One is for the veterans initiative 
within this particular area.  It is a multi-veteran agency 
organization and some employers are actually part of it.  We have 
been lucky to be a part of it for the last couple of years. 

So we have been able to go to the OFCCP with specific language 
that we are thinking about putting into our job descriptions and 
they have helped us with that to make sure that we are compliant 
with the type of language that we put in.  The same situation with 
our website for people with disabilities.  We've asked them to take 
a look at our website and give us lessons learned, things that we 
can do differently, things that we can do to enhance it for 
individuals with disabilities.  They have come back to us with 
specific suggestions that we could do, which is really helping us 
to gain a lot of traction with these two constituencies. 



So Angela Queen is asking:  On your veterans and people with 
disabilities goals for each division, are the goals numerical or 
based on your internship program, as the foundation of Merck's 
diversity program? 

Actually, the goals for the veterans and people with 
disabilities are percentages based on the demand plans for each of 
those divisions.  So we are typically given a demand plan each year 
from each of our divisions and what our council has gone and done 
is actually put in percentage goals that we want to enhance our 
numbers for these particular constituencies based on those goals. 

And Phil is asking:  Can you speak a little more about how your 
internship program is the foundation of Merck's diversity program? 

>> STEPHANIE PALLANTE:  Yes.  So obviously we talked about the 
mission or the objectives of our Future Talent program and start 
from there with using that as the pipeline for the rest of the 
feeder, for the rest of the company. 

So with that being said, a lot of the hires coming in for our 
Future Talent program are very diverse.  Taking a step backwards to 
talk fundamentally about our recruiting practices in general here 
at Merck, our recruiting practices start with the emphasis being 
placed on us as recruiters from a sourcing perspective in that we 
look for a diverse candidate slate in that all candidates that we 
present to our clients should be representative of the marketplace, 
but be very diverse in general.  So for every five candidates one 
should be from a diverse background.  But that as a performance 
metric going forward, 80 percent of all slates should be diverse in 
nature.  What I will tell you, though, as an organization, since I 
have been with the company the past eight years we never once have 
not achieved that objective.  In fact, most years it has been above 
93 percent. 

So again, using that as the foundation, we've always achieved 
that and exceeded that.  Looking at the Future Talent Program, it's 
always even been higher than the rest of the recruiting functions.  
When you look at that and using that as the feeder for the rest of 
recruiting practices, it starts at that grassroots level at the 
entry point and feeds upward. 

If you use that as the starting point and then to convert those 
into your entry level hires, that's where it starts. 

Then whatever jobs you don't fill, let's just say 50 percent of 
all of our interns are converted into your full-time hires.  You 
have 50 percent of your demand plan left to fill.  Then your 
residual is left to remain open. 

That's where we are referring to as it starts there. 
Hopefully that answers your question. 
>> FRANK WEICHMANN:  Since we kind of went into the Q&A session, 

the phones are unmuted.  If anyone wants to ask a question out 
loud, please feel free. 



>> TODD:  Hi, this is Todd with Starbucks also.  I was in the 
process of typing this question, but I'll ask it instead. 

Can you speak to the structure of your internship team and how 
they are resourced to manage not only the university relationship 
but the diversity sources that you've mentioned? 

>> STEPHANIE PALLANTE:  Sure.  So we have a fairly small team.  
So I manage our global university and diversity recruiting team.  
Marlon is our diversity programs manager.  All of our diversity 
partner programs, Marlon owns and manages.  All of those, when you 
talk about all of those great organization that we partner with, 
Marlon is the man that manages them, whether that be at the 
national level, regional level, local level. 

He owns those relationships. 
Where it comes into bridge, though, is when it comes to the 

campus level.  So we have a team of university relations 
consultants that manage the relations of our 24 core campuses in 
the U.S.  We have three university relations consultants here in 
the U.S. that manage those core 24. 

So when we have campus chapters, there is that bridge that 
Marlon works very closely with to manage those relations with. 

But from a feeder perspective, it’s those three university 
consultants that really do the recruiting of our candidates into 
the future program, developing relationships, whether it be with 
the career services, with the faculty, with the office of 
disability services.  Those broad and deep relationships and 
building that pipeline, whether it be for the Future Talent program 
or for the new graduate pipeline. 

We also have one individual who is our Future Talent Program 
associate.  She really is the backbone to the program.  She manages 
the infrastructure of the program.  So managing what that program 
looks like, the housing vendors, the transportation vendors, all of 
the work behind the scenes that you and I and as a candidate they 
may not necessarily see.  So the surveys, you know, all of that 
infrastructure work that seems so easy or we hope that would seem 
so easy to give that candidate experience, that seamless feel. 

>> MARLON DOLES:  That person also manages the activities for 
the summer for our interns and they go through a couple of 
different activities throughout the summer.  We usually have 
upwards of 350 interns. 

>> STEPHANIE PALLANTE:  In fact, this year -- 
>> MARLON DOLES:  We are training right now 390 interns.  It's a 

pretty large program and they are dispersed throughout the U.S. 
>> STEPHANIE PALLANTE:  Again this year we are looking at 390 

across 22 U.S. sites.  When you are talking about managing, when we 
pay for the housing and the transportation and those events across 
that many sites, that's what we need to do, make sure of all those 
things are taken care of for the 390 students who are with us for 



the course of those 11 weeks. 
>> MARLON DOLES:  Phil asked the question, have you had success 

using third-parties like The Consortium for looking for diversity 
interns? 

We have partnered with The Consortium in the past.  We don't 
currently partner with them.  That's because the demand for MBA 
talent in our organization has gone down a little.  We have 
partnerships with other professional organizations from an MBA 
level. 

However, I can tell you I've worked with The Consortium at a 
number of other organizations in the past.  It has been a 
tremendous source for diverse talent.  And if you know what someone 
has to go through to get into The Consortium or to be a scholar, it 
is pretty tremendous.  So those individuals are really good talent. 

Any other questions? 
(There is no response.) 
>> TOM CAPATO:  All right.  This is Tom again.  Thank you, 

Merck.  We appreciate it. 
Great presentation and good questions. 
With that being said, we are done about seven minutes early.  

Any other questions before we end the session? 
(There is no response.) 
>> TOM CAPATO:  Okay. 
>> FRANK WEICHMANN:  I'll make one note.  The presentations and 

transcripts of today's meeting will go out sometime next week.  Jim 
Lunny will send an e-mail to everyone with the URL to access when 
it's refreshed. 

>> TOM CAPATO:  Stephanie, Marlon, Wade, we appreciate it.  Look 
forward to talking to you all next quarter. 

 
(The presentation concluded at 2:25 p.m. EDT.) 
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