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>> JIM LUNNY:  Hello everybody.  We're just going to wait another 

minute or two at most.  We have a few other people joining us, and 
we want to make sure we have as many of the members of the community 
on the line as we can before we get started.  So just sit tight, if 
you could, for a minute.   

>> JIM LUNNY:  Thanks for your patience, and we'll start within 
a minute or two.   

>> JIM LUNNY:  Let's get started with our first Advisory Council 
session of 2012.  With me here are Frank Weichmann, our Chief 
Technology Officer, Hank, our Vice President for Account Management, 
and myself.  And I think calling in we probably have Carl on the line.  
We have a nice agenda that we’ve put together for today's session.  
And as always, we'll start with a quick recap of what's going on here 
at GettingHired.com, and then we have two great guest presentations 
that will take the majority of our meeting time today.   

As we go through these sessions, what we'll do as we get into a 
presentation, we'll put all the members on the call on mute and then 
just allow the presenter to be unmuted, and then we'll have 
questions at the end of each presentation.  We'll have questions at 
the end so please save those questions for that time.   

If you would like, of course, if you want to use the messaging 
capability, within WebEx to send a message and a question in during 
presentation, that'd be fine too.  And Frank will get those questions 
and then we'll recap those and ask those at the end of each of the 
presentations also.  So again thank you for joining us for the first 
Advisory Council session for 2012 for GettingHired.com.   



Let me take a second, first of all, and welcome new members to 
the community, new employer members, and to thank our longer term 
members for their continuing support.  We're privileged to have some 
new members including TSYS, Total System Services; Citizens Bank, 
Unilever, ICF International and a few others here.  Thank you for 
being members of the GettingHired.com community, and we trust you'll 
gain value in the Advisory Council sessions.   

We're also pleased to tell you that we continue to enjoy the 
support of renewing employer memberships on GettingHired.com and 
many of you I have known and have been long time members of the 
GettingHired.com community, Coca-Cola, Johnson & Johnson, 
OfficeMax, the Home Depot, George Washington University, Sears and 
Raytheon.  Thank you for your continuing support of the 
GettingHired.com community.   

Frank, if you could give me the next slide, please -- and what 
I'm going to do is review the information that we typically go over 
during our Advisory Council sessions just to let you know what we're 
looking at, our key statistics, and the continuing good news of growth 
here at GettingHired.com in the number of people with disabilities 
that we are reaching on your behalf to connect with good employment 
opportunities and that we are serving as they search for employment 
opportunities.   

We've seen good growth in the size of our job seeker community 
between the last time we met on December 11th and today.  Actually, 
it looks like two days ago we put the information together, we have 
seen an increase of 8% in the total number of job seekers in the 
GettingHired.com community.  We've gone slightly over the 75,000 
figure.   

We have seen a much bigger increase in some other statistics, and 
Hank is going to talk a little bit more about this a bit later in 
our presentation.  But we see a much bigger increase, as we've seen 
over the past few quarters, in the number of application referrals 
that we're making to your positions.  When we got together the last 
time, we had -- we'd seen a total of about 37,000 cumulatively.  As 
of two days ago, we're over 42,000 cumulatively.  Application 
referrals to employment opportunities with you as employer members 
of GettingHired.com.  That represents a 16% increase.   

And then finally in terms of the number of applications being made 
by our job seeker community to your positions, we continue to see 
a very good growth, a 20% increase since the last time we met.  We 
have seen cumulatively again a total of over 25,000 unique job seekers 
who have made applications to positions with our employer members 
of GettingHired.com, so we're pleased with that and we know -- we 
know there's more work to do but we're pleased to see that we have 
continuing growth and our outreach efforts are paying off.   

Frank, next slide, if you could, please.   
And then taking a look at some of the other statistics, 

particularly, our employer statistics and job statistics.  We've 
seen a continuing growth in the GettingHired.com community, the 
employer memberships in the GettingHired.com community.  We're up 



to over 300 active employer members which represents a 4% increase 
since the last time we got together.   

In terms of the number of jobs these employers are posting, that 
you are posting since most of you on the line are employer members,  
we've seen an 11% increase in the number of positions posted and made 
available to our job seeker community; we are currently looking at 
about 123,000 positions representing, again, an 11% increase.   

Our service provider community continues to grow.  We have seen 
a smaller increase in the size of this community, I think in part 
because we have had very good penetration into this part of the 
community already, but we've continued to see growth and we've seen 
a number of organizations reach out to us and ask to join the 
GettingHired.com community, many of them who are providing 
employment services to people with disabilities and who are in turn 
then providing career resources and access to the job listings to 
the people they serve.   

And then on our college and university outreach, we continue to 
network with over 2,300 colleges and universities and community 
colleges across the country, this networking again primarily through 
our monthly newsletter.  And we continue to have over 80, 83 to be 
exact institutions who have partnered with us and we have reciprocal 
linking arrangements with them.  We have a far larger number of 
organizations out there linking back to us, and we continue to see 
that number expand also.  So, again, the message here relative to 
the job opportunities and the number of employers joining the 
community, the number of service provider members and number of other 
members in the community, we continue to see good growth and through 
that growth we are providing opportunity for people with 
disabilities, reaching them both directly and through our service 
provider organizations.   

Hank, I'm going to turn to you for the next page, if I could.  And, 
again, we've looked at this -- we've looked at this for the past few 
sessions, and I asked Hank to give us a little update again on some 
of our statistics.   

>> HANK FICHTNER:  This represents a change which was a major 
change for us back in June of 2011.  You may recall the old home page 
that encouraged potential job seekers to first take a tour of the 
site and then required them to register as GettingHired.com job 
seekers before they were allowed to start viewing and applying for 
jobs.  We changed this by engaging the visitors to the home page 
directly into job searches and offered the opportunity to complete 
their GettingHired.com account registrations later.  As this slide 
shows, we saw an immediate increase in the number of job searches, 
the number of job page views and the number of referrals to job 
applications.  And the growth continues, and that's what this slide 
highlights here.  We continue to track it.  We may discontinue this 
particular slide and comparison next quarter as we're comfortable 
that this change has been effective.   

>> JIM LUNNY: Okay, Hank, thanks.   
I know we looked at these statistics the last couple of quarters, 



and we'll probably, as Hank said, not do a comparison next time we 
get together on the same set of figures but be assured that as we 
did back in June of last year, we'll continue to look at opportunities 
to keep the resource up-to-date and refreshed so that we can continue 
to make the process of reaching people with disabilities and making 
the application referral to your positions an efficient one, that 
we'll continue to work to make that as efficient and productive as 
we can.   

Hank, thanks for that.   
And I think what I'd like to do is -- having covered the 

normal -- the normal update that we cover here at GettingHired.com, 
is just pause for a second and see if we have any questions from those 
on the line.   

So, Frank, if you could unmute everybody, we'll take a second and 
just see if we have any questions.  Line's open.   

>> CAROL WILLIAMS: I'm calling in from Children's Hospital of 
Philadelphia.  I was wondering -- do you have any breakdown by 
industry in terms of your job seekers? 

>> JIM LUNNY: I'm sorry, I didn't catch the very beginning of 
your question.  But, yes, we do.  And, Frank, I think we post that 
information, do we not -- with the job seeker statistics up on the 
Advisory Council site?  So I don't have them handy, this is a 
particular question we could take a look at but I think the general 
answer is, yes, and that information is available on the Advisory 
council site.  We'll have have your salesperson make contact with 
you and just see if there's any more detailed information that would 
be helpful to you.   

Any other questions?   
Okay, well, thank you.  And we're going to move then into the 

section of the meeting today which I find particularly valuable and 
interesting, and I always learn something from, and that is when we 
reach to the members of the GettingHired.com community and ask them 
to share information, best practices, updates and just generally 
information they think the members of the GettingHired.com family 
will benefit from, and today we are very pleased to have two great 
presentations.   

First from Maryjane Baer,  Director of Recruiting and Inclusion 
& Diversity at National Grid, who's going to talk about a topic that 
I know we hear about all the time, how do we translate the experience 
of a veteran as shown on the resume of a veteran to a civilian-style 
resume and match that up with, with requirements that we have in the 
civilian workforce?  And Maryjane is going to talk about that in 
addition to some other great information of what's going on at 
National Grid.   

We also are going to turn again to our friend Anne Hirsh, 
Co-Director for Job Accommodation Network, for an update on the 
resources available to you as employers, new resources from the Job 



Accommodation Network.  Anne is going to tell us a little bit about 
that today.   

So we're really pleased to have two special guests.  It's going 
to comprise again the remainder of our meeting time today.  And what 
we'll do, as I said, we'll put -- once we get started, we'll put the 
audience on mute.  Please hold your questions until the end.  I know 
you'll have some great questions, and there will be a great 
opportunity to get some feedback from both Maryjane and Anne.   

During the course of presentation, if you want to shoot a question 
through the messaging capability, please do that also.   

So that said, I'm going to things over to Maryjane Baer, again, 
thank you for presenting today, and thank you for your membership 
in the GettingHired.com community.  Maryjane, the floor is yours.   

>> Maryjane, can you hear me? 
>> MARYJANE BAER:  Yes.  So thanks again for inviting us, and 

we are at National Grid trying to make a difference and are very, 
very enthusiastic about the programs that we're putting in place to 
outreach to the veteran community.  We are in many cases in early 
stages, but I think we're making some good progress, and that's what 
I'd like to share with you today.  And you will see that this 
initiative has the support of our senior management team and our 
Employee Resource Groups because we all just think it is so important 
for us to support our veterans.  I supposedly have control of my own 
slides so we'll see how this all goes.   

For those of you who don't know who National Grid is, we are an 
international electricity and gas company actually based in the U.K. 
In the U.K. we own electricity transmission systems in England and 
Wales and we own and operate 4 of the 8 regional distribution networks 
in Great Britain.   

In the northeast U.S., which is Massachusetts, Rhode Island, New 
York, and New Hampshire, we actually own and operate gas and 
electricity distribution networks and we serve the needs of over 7 
million consumers.  We currently have about 16,000 employees, about 
750 of those employees have self-identified as veterans.  And we 
really do feel -- we're the second largest energy company in the U.S. 
and we hold a vital position at the center of the energy system.  The 
energy field is a very exciting place to work these days, and it's 
really at the core of what is happening.  We are working hard at 
securing energy supplies for the future.   

We have lots of challenges at National Grid as I'm sure everyone 
else does.  We've got to find new sustainable energy solutions for 
the future.  These are the really broad strategic challenges that 
we have, developing an energy system to underpin our economic 
prosperity in the 21st century, a smart grid, and I could go on with 
all kinds of different challenges that we have.  But really if I bring 
it down to the core level of what we do here at National Grid in the 
U.S., we need to recruit and retain talent to meet the growing demands 
of our business.  And particularly, in our field force.  We do have 
a highly unionized population, about 11,000 of our 16,000 employees 
are union.  But when you flip over into that field supervisor 



position, which is one of our -- one of our entry level supervisor 
positions, it is really a tough job for us to fill because of the 
skills involved, and that's where we're looking to bring in veterans 
to help us in that area.   

We have Employee Resource Groups as many of you do, some of you 
may call them affinity groups.  We have 9 groups and we have 2,000 
employee members of our Employee Resource Groups.  They are vital 
to our success here.  They help us connect with each other, with our 
employees and we also use them to help build personal development 
and career skills and to help us with recruiting.  Because they are 
so tied in with their different organizations, they can help us 
understand who do we need to go out to?  Who do we need to talk to?  
Who in the community can we help?  What kind of service can we 
provide?   

We are very, very focused on working with the communities we serve.  
Many of us live and work in our service communities.  Our own energy 
provider is National Grid.  So when the lights go out for everybody 
else, they're going out for us too, so we want to know how we connect 
in our own communities.  And you see here the 9 different groups.  
And our veterans group, which is the group on the lower right, is 
one of our more active groups within our Employee Resource Group 
community.  Let me talk about veterans.  This group is made up of 
150 members across our service areas and they are quite active with 
activities and community outreach.  They have volunteered at career 
fairs and career events last year.  This year, a terrific thing 
they've done in collaboration with Habitat for Humanity, they have 
built homes in both Rhode Island and Syracuse.  And interestingly 
enough, we had in one of these homes -- we actually had a major theft 
of copper wire which is something we deal with in our industry.  And 
it was to the tune of -- of $10,000 that needed to be replaced and 
rebuilt into this home, and our veterans Employee Resource Group was 
able to raise the funds and give that back to the community so the 
home could be built.   

They've done medal presentations to service members and they are 
really key in our assisting veterans with translating their resumes.  
We need to understand how we take those military skills and transfer 
them into the corporate world, into what I call corporate speak.   

But let me not get ahead of myself about why we need to hire 
veterans.  Military personnel really possess skills and experience 
we need, leadership, communication skills, project management, 
engineers are so important.  They have outstanding leadership skills 
and really exemplary work ethics.  Our focus on science, technology, 
engineering and math fits perfectly with some of our veterans' 
skills.  And truly, we feel it's the right thing to do.  We owe it 
to our returning troops to provide employment.   

To tell you how strong our commitment is to veterans, this year 
our CEO announced that we're adding Veterans Day as a paid holiday 
for our management employees because we feel we need to honor the 
men and women that have served our country so long and so well.  And 
we feel that was just a great honor and really a terrific recognition 



of our veterans here at National Grid.  And so well received by our 
employees.  They all felt it was the right thing to do.   

So how we make a difference?  In a very short version, between 
September and December of last year, in four short months, our 
veterans outreach activities included, our community outreach 
between recruitment and our veterans employee resource group, 
attending 10 events targeted at veterans and also the disabled.  Hire 
a Hero, very exciting.  It was held on board the Intrepid in New York 
City, Recruiting Military, et cetera.  And you could read them.   

And then the last item, the in-house career fair in conjunction 
with the Orion Group where we started to look at the resumes and say 
how can we better translate them and help our veterans begin to gain 
employment?   

How are we making a difference?  We hosted just two weeks ago an 
event here in our Brooklyn office where we invited five members of 
the Tuskegee Airmen and Women to join us and share their experiences.  
It was one of the most well received and uplifting and inspiring 
events that we've had.  This was in conjunction with the movie that 
was coming out.  We are providing the Tuskegee Airmen and Women with 
a scholarship for a student in their name, and it really -- all I 
can say it’s inspiring.  These five individuals were just so -- so 
moving for all of us when they talked about their experiences.  
They're all in their 80s.  And it was -- it was an event for which 
our auditorium was packed standing room only.   

Veterans Across America, Veterans, Inc. and Thank a Service 
Member -- three really exceptional external partners with us.  Thank 
a Service Member, such a high impact organization with us.  Last 
year, in September, we sponsored an event of military appreciation 
which honored Native American service people, and it was a great 
partnership between our Native American employee resource group and 
our veterans employee resource group and, again, reaching out to the 
community to make a difference.   

Just another picture of the Tuskegee airmen.  There are some of 
our executives there, members of the community and also members of 
our veterans employee resource group.  We're so proud of it.  I had 
to put the picture in there.   

So let me get to the crux of this little presentation.  Our 
veterans employee resource group has an executive sponsor as all of 
them do.  Tim, who is the president of our Rhode Island and New 
Hampshire jurisdictions -- he is a military vet, and as we talked 
about hiring military, he offered up an effort to translate the 
terminology into our competencies.  He actually developed a template 
for my recruiting team and highlighted the competencies that are 
essential for success here at National Grid.  So that when we go out 
to these career fairs and look at the resumes, we can easily make 
a connection between how is this candidate going to fit in our 
organization with the experience that they've had, whether it would 
be in Afghanistan, Iraq or wherever they were serving for our country.   

So I have a couple of examples, where you see military experience 
on the left, these are real examples, this is actual experience taken 



from resumes.  So for this first example, we have three items of 
military experience, being in command of a 30-man team, second in 
command and principal assistant, and acting as assistant operations 
officer in charge of facilitating.  These transfer to leadership and 
communication skills for us.  This was probably one of the key 
components that Tim shared with us.  In his word, this leadership 
is the cornerstone of the military.  If a service person wants to 
progress in their career, they must show leadership, and they are 
presented with leadership accountabilities and responsibilities.  
If they don't succeed and don't show that they're a leader, they're 
not going to progress and advance their career.  So for those that 
show this progression in their resume, it's important because you 
are getting a leader.  You are getting someone in front of you who 
has really shown the leadership capabilities and an ability to 
communicate to others, to their peer groups and also their 
subordinates.   

Next was our capability around managing teams.  That seems to be 
simple because these military personnel generally supervise, it is 
a daily requirement.  In this next example, I think you can see, we 
have a veteran whose military experience includes a lot of 
supervision, being responsible for training, performance and morale, 
again, directly supervising, supervising a watch team, managing 40 
mechanics.  This one is all about managing teams.  And as a field 
supervisor within our organization, you are managing teams of either 
union or nonunion employees who have a task to finish and need to 
finish that, obviously in a productive and efficient manner, and 
that's what we look for in terms of somebody being able to manage 
the team and really coordinate the work of that team in order to 
achieve the goal of finishing the project.   

Strong accountability for us includes fiscal accountability and 
understanding our financials.  Relevant military experience in this 
example includes directing the operations of a nuclear power plant, 
being accountable for equipment, managing equipment and being 
responsible for purchase orders.  One of the things we found out 
here, as Tim looked at the resumes and helped us understand, was that 
not only do they, do servicemen and women sign the property records, 
they take ownership of the items for their tour of duty.  And most 
importantly, accountability for the item when they transfer to a new 
role, and transfer that item to a new person.   

I don't know how many of you have experienced, as employees 
transition into new roles or may leave the company -- that period 
of time when you have to do that transition and need that 
understanding of who's responsible for what.  This is something that 
our military personnel do quite well because they've got the 
experience and the training and the structure around how it needs 
to be done.  So we feel this fiscal accountability is quite pertinent 
to our business and can actually help us provide some process around 
transitioning personnel.   

And finally we looked at two areas:  Project management and 
flexibility.  This is an area in which in many ways is a little bit 



difficult to understand how we take that -- how we take the 
accountability and the responsibility of this service person that 
they may have had in Afghanistan or Iraq and translate that to our 
day-to-day workload.  But when you read in this example of a military 
veteran who planned, resourced and executed the successful movement 
of all soldiers and equipment from Afghanistan to Colorado, that's 
a big deal.  And that takes a lot of project management and takes 
a lot of coordination and planning.  So putting the spin on it that 
it's project management helps us understand that in these high stress 
environments, they can manage the project, get it done and are 
flexible enough to understand how they need to adjust to whatever 
the surroundings are.  We also like in this example that there's 
management of both civilian and military personnel because we know 
then that they can understand the nuances of managing employees in 
these different areas.   

So in terms of translating the resumes, those were the important 
things to us.  As we now go out and attend career fairs and look 
at -- look at different candidates, we're able to make a better 
judgment of how they might fit within our organization.  And looking 
at our requirements for leadership and accountability, we believe 
that we have a much stronger base to understand how the 
military personnel can fit with our organization.   

You know, one of the things that we're very -- very high on, as 
you may have just gathered from our veterans employee resource 
groups, is the community.  And because the military personnel have 
served us, have served the U.S., obviously, they have served the 
community.  They have that sense of doing good and doing right by 
the community and have that high work ethic so that is also something 
that we are seeking in our employees and look to our military 
candidates to provide.   

We do have some challenges, lots of challenges around us, and 
probably many of you have also.  Veterans is not a category that is 
required as identification for the OFCCP purposes so we do have to 
ask candidates to self-identify.  Obviously, if we're going to a 
military career fair or if we know the candidates are coming right 
out of the military, that's easy.  But for those passive candidates 
or those coming to us after having been in another position, we do 
have to get them to self-identify so that we know approximately how 
many veterans we have in the company and can invite them to 
participate in our veterans employee resource group and other 
activities.   

We have found that there is a scarcity of organizations willing 
to hold career fairs for people with disabilities.  In our business, 
we have many, many ways in which people with disabilities can be 
employed with National Grid.  We have made a concerted effort to find 
those organizations in each of our service areas and do some outreach 
to try to gain some insight into them.   

And finally, the challenge of having sufficient vacancies in our 
service territories that are appropriate for veterans.  For those 
just coming out of the military, in addition to our field supervisor 



positions, other positions are scattered across our service 
territory so we always look for that as part of what we do.  Most 
recently, I had a position within our communications group, and I'm 
very happy to say that one of our finalist candidates is coming out 
of the military.  So we're constantly looking for a diverse slate 
of candidates and that we have representation from our veterans.   

And we have some next steps.  We will continue some recruitment 
drives at other locations and events that target our veterans.  We 
are establishing partnerships with external organizations and that's 
a focus of my inclusion and diversity team, not only on the internal 
side of our employee resource group but also with our external 
outreach.  We are collaborating quite strongly with our supplier 
diversity team and asking them to seek out and increase the number 
of suppliers that are owned by veterans.  They are having a large -- a 
large event this week out in one of our Long Island service areas 
where they are inviting small suppliers to come out and understand 
how you can do business with National Grid and outreach to the 
veterans' community.   

We are into social networking here at National Grid as I'm sure 
everybody is, and we're looking at that as a valuable tool in 
recruiting veterans.  We’re in the very early stages of that.  And 
we are moving ahead very aggressively with employee participation 
and membership drives around our veterans employee resource group.  
And truly, around all of our employee resource groups.  We feel that 
the participation in our employee resource groups is really vital 
to build employee engagement and anything that we can do to help 
increase that membership we want to do.  These are all volunteer 
groups, but they do such great work in the community and help us so 
much in the organization that we want to really increase the awareness 
of these teams.   

So those are the items that I wanted to cover and I hope that you 
found the concept of translating the resumes helpful.  I'm very happy 
to take questions and we'll go from there.  I'm not sure how the 
questions work.  So you may need to help me. 

>> MARYJANE Baer:  We have a question from Carol Stultz.  
Will we be able to get a copy of this PowerPoint and Frank said yes, 
they'll be available.  And how did we host the in-house career fair 
even if we were in different locations?  My recruiting team is 
actually located in our four major service areas, Hicksville, 
Brooklyn, Massachusetts, and Syracuse, and the recruiters in each 
of those locations take on the responsibility for managing a career 
fair.  We have a standard way that we set them up and they will 
organize them at the different locations, inviting hiring managers 
to participate and our employee resource groups, particularly, our 
NewNet organization helps us generally with greeting candidates.  
We've done them in one of two ways.  We’ve held career fairs on 
different days in the different locations so that the entire 
recruiting group can participate if needed, and we’ve held a career 
fair in three locations at the same time.  All hands on deck to try 
to get those career fairs underway.   



Next question, how do we handle the candidates in self-identifying 
themselves?  It is a challenge.  It is a voluntary thing for 
candidates.  We tend to ask once -- once an employee has been hired.  
We ask them to complete the form but we can only ask.  We are trying 
to -- we think by increasing the visibility of veterans employees 
resource group, more will want to come forward, if they haven't 
already identified, but it's really an ask at this point.  That's 
what we do. 

>> JIM LUNNY: Does anyone else have any questions for us?  Not 
for us, of course, but for Maryjane? 

>> TERRENCE DICKENSON: Yes, this is Terrence Dickenson from W.L.  
Gore & Associates. 

>> JIM LUNNY: Yes, please go ahead. 
>> TERRENCE DICKENSON: Yes.  The question I have is around your 

hiring.  So do you look to hire a certain percentage of your overall 
forecasted hiring to be military vets? 

>> MARYJANE BAER:  That's a terrific question.  No.  We 
haven't set goals around how many we want to hire.  But we will target 
that community.  Truly, what we're looking for is a diverse group 
of candidates.  But there are not any kind of goal around that yet.  
That's not -- that's certainly not something that's out of our mind 
to do, but thank you for the question. 

>> TERRENCE DICKENSON: Yes. 
>> MARYJANE BAER: From Teresa Bridges, how do you reach out to the 

right candidate to attend the career fair?   
It depends, Theresa.  It depends on the career fair and the open 

positions.  One of the things we have put in place that I'm sure many 
of you have is a prescreening that we do with candidates.  Once the 
posting is out on the website, we will identify the candidates that 
meet our qualifications, and then the recruiters will prescreen the 
candidates and perhaps invite them to come to the career fair.  In 
some of the others, like with the Orion Group, we will send them the 
jobs that we have available.  They will look for candidates, they 
work kind of as a contingency search firm and we use them only in 
a very few cases, but then they will match from their nationwide 
availability of resumes, candidates to those positions.  We'll have 
a selection.  We'll generally have 3 to 5 candidates for each job.   

Since we are Northeast, that does limit us.  We do, in fact, 
relocate candidates and new hires, but we tend to find most of our 
candidates in the northeast.   

Next question, how long have the employee resource groups been 
in place?  Several years.  National Grid’s facilities were 
originally Niagara Mohawk and New England power and each of those 
individual utility companies had affinity groups.  When we merged 
in 2007 to become National Grid in the Northeast, the employee 
resource groups were then combined into the 9 that you see.  With 
NewNet being the most recent group.  Their membership has kind of 
ebbed a little bit.  Last year we had a restructuring in our 
organization so we did lose some members, but they have been in place 
for a couple of years.  Although, in the past year we have, in fact, 



tried to expand their reach to ensure that the employee resource 
groups are, in fact, in every one of our service territories so that 
they are not solely focused on where their leadership might be.   

Next question, what are the partnership groups we work with?  Yes, 
there are over 1,000 of them.  I can absolutely get you a list.  I 
mentioned a couple of them in the presentation for veterans.  But 
if you're specifically interested in veterans, I'll be happy to 
provide you with a list of the groups.   

How are the ERGs organized and managed?  Theresa, do you want me 
to send you that information?  I can tell you how we actually set 
up our employee resource groups.  They actually do business plans, 
at least 6 employees are required to start an employee resource group.  
They provide us with a statement of purpose and a mission.  Then they 
provide business plans to tell us what they're going to accomplish 
over the course of a year.  We fund them from my inclusion and 
diversity budget and off they go.  But I'm happy to provide you with 
our guidelines around the employee resource groups. 

>> JIM LUNNY:  Maryjane, this is Jim.  I don't mean to 
interrupt you.  There may be some other questions queued up but the 
topic of employee resource groups is a topic of great interest to 
the other employer members.  And if there's any information that 
you'd be willing to provide to others, I'd be happy to facilitate 
that and people would love to know about that. 

>> MARYJANE BAER:  Okay.  Will do. 
>> JIM LUNNY: Frank, any other questions? 
>> FRANK WEICHMANN: YeS.  Maryjane, did you see the one 

question that just came in? 
>> MARYJANE BAER: Have we encountered issues -- hmmm.  You know, 

I really don't feel I can answer that.  All employee issues 
concerning reasonable accommodations are handled through our health 
services area and obviously held in close privacy.  So they haven't 
come to my desk and I don't want to really put it that way, but it 
is really a privacy issue and something that our health services group 
does.  Thank you for the question.  It's a terrific question. 

>> JIM LUNNY: This is Jim.  If I could jump in on this one.  
The question around -- particularly around PTSD, a very, you know, 
timely question, a question that many employers are thinking about, 
if not asking.  And certainly without getting into any issues dealing 
with confidentiality and not saying that I have expertise in this 
area, I can tell you that we do have an individual who writes for 
us, Ed Crenshaw, a veteran, who writes on this topic and addresses 
some of the issues around -- around PTSD and what employers should 
take a look at, some of the myths and some of the realities around 
that issue.  He writes about military culture issues and how it 
impacts with respect to civilian organizational issues and 
integration into the workforce.  And I recommend his writing, which 
you'll see in our newsletter, from time to time, on some of those 
topics. 

>> CAROL GLAZER: This is Carol Glazer from National Organization 
on Disability.  We have on our website, which is nod.org, a series 



of materials, "Hiring America's Best," written by a group that 
provides mental health services to veterans with disabilities, 
focusing on PTSD.  One section focuses on both traumatic brain injury 
and PTSD, and it's very, very readable, easy to follow.  It doesn't 
get into complications but it also gets into the myths and the 
realities and some of the ways at relatively low cost employers can 
make accommodations. 

>> JIM LUNNY: Carol, thanks for jumping in with that.  Before 
I jumped in with my answer I should have looked to see if you were 
on the line.  National Organization on Disability has a tremendous 
amount of information on this topic and access to expertise.  We're 
privileged to be partnered with NOD and Carol, thanks for bringing 
that up and for the others on the line, I suggest you check out that 
information.  It's very good.   

Do we have any other questions?  Frank, do we have anything coming 
online or do we have any other questions from those on the telephone 
line? 

>> STAN BLACKWELL: I do have a question.  This is Stan 
Blackwell with Medtronics.  The question I had -- I heard you mention 
Orion and I'm assuming you were speaking about regional JMO fairs.  
What type of successes have you had, and how do you structure that 
relationship with Orion and is it national? 

>> MARYJANE BAER:  Thanks for the question.  You know, we've 
had good success with them, and I say good only because our service 
area is the northeast.  Orion is nationwide and many of the 
servicemen and women are coming from areas where they don't want to 
relocate.  They want to go back to where their families, so our 
success has just been good.  The way we organize with them is that 
we will provide them with positions that we are searching for.  We 
have arranged to hold the next career fair in partnership with Orion.   
It is actually next week and we're holding it in our Massachusetts 
area.  But, again, we're limited to candidates because of their 
proximity.  Whereas, Orion has a much broader reach.  If their 
candidates are more of a senior level, that may be at a director level 
or a senior manager level, then, yes, we will look at relocation.  
But to that end, it is really very, very, very regional for us and 
Orion needs to provide us with candidates around that region. 

>> STAN BLACKWELL: Great, thanks. 
>> JIM LUNNY: Well, if there are no other questions, and I'm 

not hearing any -- not seeing any queued up, I'm going to at this 
time thank Maryjane for that great presentation.  Based on 
the interaction we had, we knew this going in, that this is a topic, 
a timely topic, a topic of much interest to all of you.  I haven't 
looked at the most recent statistics for unemployment.  We know that 
they're headed in a good direction but we also know, looking at those 
numbers and digging a little bit more deeply, that the unemployment 
rate for our veterans and particularly for our younger veterans, 
those just transitioning from recent military service, is much higher 
than the overall unemployment rate.  So it is something which is a 
timely topic and something which, of course, we recognize to be a 



priority in dealing with.  So, again, let me thank Maryjane for that 
presentation.  And in answer to a question, I did see come across, 
we will be posting all the presentations on the Advisory Council site 
at the end so you'll have access to all of the good information that 
Maryjane presented.  So thank you.   

Let's now -- let's now change topics and move on to the last item 
on the agenda which is an update from the Job Accommodation Network.  
We have been privileged to have Job Accommodation Network as a service 
provider member of the GettingHired.com community right from the 
beginning and to have worked closely with Anne Hirsh, Co-Director 
of JAN, and her colleagues.   I felt this was a good time to reach 
out to them and ask Anne to tell us about some new resources being 
provided to employers and service provider members by JAN.  So, Anne, 
I'm going to turn it over to you. 

>> ANNE HIRSH: Thank you very much, Jim.  And thank you all for 
the opportunity to be a part of this conversation today.  We really 
truly do value both our service provider and employer partnership 
with GettingHired.com and your members and really have learned a lot 
through the exchange of information that we've both done through the 
years.  Again, we really appreciate the information to share the 
information.   

What I'm going to do today is talk about some of the new resources 
we have available to anybody who wants to take advantage of using 
the JAN services, and hopefully I'm going to have success in changing 
slides.  So far I'm not.  There we go.   

I'm guessing most people on the call know what the Job 
Accommodation Network is.  We're a service sponsored by the Office 
of Disability Employment Policy through the Department of Labor.  
And we provide information on all things related to job 
accommodations.  And employment legislation, primarily the ADA and 
its amendments as well as the Rehab Act.  We work with all kinds of 
industries, so large business, small business, government.  We work 
with all types of job categories as well as all kinds of impairments, 
disabilities or medical conditions or whatever the person or the 
individual defines themselves to be.  What Jim had asked me to do 
today is talk about some of the new resources we have available that 
are again free to anyone who wants to reach out and connect with JAN.   

In late December, we released the first in a new series of online 
training modules.  These modules can be used to train hiring 
managers, H.R., supervisors, and others in your workforce.  
Individuals can view the modules at their computer or employers can 
use them as a part of a larger training.   

In each module there's an accessible video, a transcript, 
PowerPoint slides that you can view on screen and print for 
note-taking if you prefer.  There's also a handout with 
supplementary information for each session as well.   

What some groups are doing, and we're really kind of excited about 
it -- is using the module for their training and setting up a call 
in session with JAN.  We ask if you wish to do so, contact us a few 
weeks in advance of your session so we can be sure to have staff 



available at the time of your call.  And, again, this is something 
that is really your tax dollars at work, it’s funded by ODEP, there's 
no cost for it.  You can find the modules on our website at 
AskJAN.org/training/library.htm.  Or you can simply go to our home 
page at AskJAN.org and in the tab at the bottom right-hand corner 
you can click on the multimedia training library.  Currently we have 
two modules in our library. 

  The first just in time module that I want to talk about is titled 
"Understanding and Applying the Americans With Disabilities 
Amendments Act and Its Regulations."  As you're all probably 
familiar with the ADA Amendments of 2008, they broaden the definition 
of disability, leaving employers with some questions about what is 
a disability under the law.  This 43-minute training module and 
accompanying transcript and handout provide an overview of the 
changes to the definition, a summary of the guidance provided by the 
EEOC's regulations and it's just real practical ideas for applying 
the new definition in the workplace.   

A handout in this session is JAN's accommodation and compliance 
series document, the ADA Amendments Act of 2008.  Again, this 
document outlines the amendments and incorporates the subsequent 
regulations that were implemented in 2011.  Both the module and the 
document provide background information on the Amendments Act and 
its regulations, including the overall purpose of broadening the 
definition and going through the regulations including EEOC's rules 
in defining the limits.  The module and document also discuss 
expected workplace implications, for example, more focus to be placed 
on providing reasonable accommodations, which is something we're 
definitely seeing here at JAN.   

The Act did not change the definition of reasonable accommodations 
so the same rules apply, employers can choose among effective 
accommodation options.  Employers do not have to provide something 
that would pose an undue hardship, but we know most accommodations 
do not do that.  Employers do not have to provide personal use items.  
But, again, the expectation with the change in definition of 
disability is there will be more of the focus on implementing the 
reasonable accommodation.  The examples in all of our modules are 
a reflection of those employers and individuals who contact JAN and 
the feedback we get from a number of different resources but primarily 
from the follow-up studies that we conduct here at JAN.   

Okay.  Our second module we currently have is all about the 
interactive process, like I said previously, with the passage of the 
Amendments Act.  Many employers have moved past that definition of 
disability and on to providing accommodations.  We know that the key 
to successful accommodation is having an effective interactive 
accommodation process.  This is a 23-minute training module and 
accompanying transcript and handout.  It provides a sample 
step-by-step process that employers can use in their own workplace 
to help them successfully accommodate applicants or employees.  And 
this comes from feedback that we received from employers, well over 
25 years of doing this business.  



We go through recognizing an accommodation request, one of the 
big red flags that we still hear from employees and front line 
supervisors and managers who don't really know what the request might 
be or how to recognize it, which is why this can be a good internal 
training tool for that population.  We go through gathering 
information about the individual's situation and the job, medical, 
exploration, what you can and cannot ask.  We get into exploring the 
actual accommodation options, choosing the option and the importance 
of clear communication throughout the whole process.  We go through 
tips on implementing accommodation and the often overlooked issue 
of monitoring an accommodation once in place.  We do receive a lot 
of inquiries from individuals who have been accommodated but there 
really wasn't something set up to monitor that accommodation so 
things break down and there becomes an issue with work.   

Okay.  We hope to have -- our next module will provide detail on 
the many ways JAN can be a resource for employers, individuals and 
service providers alike, from our one-on-one consultations to our 
practical tactical documents on our website, guidance through these 
conversations, and the training that we do.  The research we do 
provides us with the cost and benefit information about successful 
accommodation and allows us to share successful accommodation 
experiences, as well as lessons learned in barriers to implementing 
effective accommodations.  This module will also reference the 
various types and many types of referrals that we make.   

We do a lot of referrals in local communities for people to get 
the local support they need for effective employment and how all this 
knowledge exchange is geared towards helping employers have a more 
productive workforce and individuals with disabilities to be 
successful in the workforce.  We hope to have -- this one available 
during the next quarter.  We'll continue adding a module a quarter.  
If not more depending on the time our staff has.  We expect the series 
to continue with accommodations issues with either an industry or 
disability focus or perhaps both.  We always look for and encourage 
our customers to give us ideas of topics that they'd like us to see 
developed, so if you have any thoughts on that, don't hesitate to 
get in touch with me or someone here at JAN.   

The other thing I thought I would do is talk about some of the 
resources that hopefully you know you can take advantage of.  In 
addition to the new module series we have other resources.  Many of 
you may be familiar with our monthly webcast series.  We have one 
that is starting in a minute. 

>> ANNE HIRSH: If you cannot view them live, they do fill up 
pretty quickly.  They are free, again, like all of our services.  If 
you can't view them live, we archive them and you or an individual 
can watch them at any time.  Again with advance notice we do and will 
arrange for a live question and answer session via telephone for a 
group that plans to watch one of those sessions.   

Some of the topics that we covered in the last year include 
accommodating individuals with limited dexterity, autism spectrum 
in the workplace, allergies in the workplace which we're about to 



approach that season again, veterans issues and certainly including 
issues related to accommodation for PTSD and TBI.  Carol's document 
that she referenced is an excellent resource and we refer to it often 
as well as we have some documents on our site as well.   

And we also did a session on something called SNAP!, SNAP! Your 
Website into Shape.  The SNAP! Webcast is archived along with our 
other webcasts, you can see it by going to our home page 
www.AskJAN.org, and clicking on Training, and then on Webcasts.  And 
let’s talk a little bit about SNAP! here real quickly.   

SNAP! helps the user to evaluate if a website is accessible.  If 
you're a federal contractor, SNAP! may be of particular interest to 
you.  Although any employer who has an online job application process 
should take accessibility of that process into account, and I'm sure 
all the employers on this call would not be a part of GettingHired.com 
if that's not in the forefront of your issues.  SNAP! is a self-guided 
tool that allows you to check your website for accessibility issues 
to ensure individuals with disabilities are not prevented from 
applying for jobs within your company.  SNAP! stands for select your 
team, no is not an answer, accept challenges and prioritize 
accessibility first.   

We do some of the SNAP! reviews for employers who inquire, but 
it's also designed to be a self-guided tool.  Most other requests 
come from H.R., obviously.  Many tell us after the review was 
completed; that it gave them the confidence and the language they 
needed to improve their communication with the I.T. team they had 
to work with, to move their website forward.  And as a result, 
improvements to accessibility of online application systems and 
their websites and other aspects were made.   

The SNAP archived webcast, like all of our archived modules, have 
accessible videos and corresponding documents.  We also post 
announcements about these events, have live chat and various social 
network options.  We work as your partner.  Our goal with SNAP! is 
to educate employers about what accessibility for a website entails 
and why certain features may be necessary.   

Other tools that are on our website -- let me just go through this 
list real quick if you're not familiar with them, and the website 
is really customer driven.  If there's something -- an accommodation 
or disability or medical condition issue you don't see on there, a 
quick email or chat and we'll see what we can do to get there for 
you.  We have our A to Z of Accommodation and Disabilities, probably 
one of the more popular aspects of our website.  Our Searchable 
Online Accommodation Resource is always growing to let people enter 
accommodation questions on their own.  We have for both employers 
and employees practical guides in requesting and negotiating an 
accommodation.  And our ADA and Rehab Act library where if you need 
information on either of those laws to help you in implementing the 
requirements of those laws, you can use those documents.  We try to 
reach out to our customers and let them contact us by their 
communication of choice through telephone, email.   

We have our JAN On Demand, which is a short questionnaire to get 



at some of the issues to cut down on the exchange of emails back and 
forth to really get us right to the meat of your issue.  A live chat 
is extremely popular.  We average well over 500 chats a month, most 
of those coming from new employers who are very good at multitasking.  
And we are really active in social networks.  We, of course, have 
Facebook, LinkedIn, we're on Twitter.  We're also involved in Second 
Life and have been for quite some time.   

As many of you know, March is brain injury awareness month, and 
we're actually involved in a Second Life event focusing on 
accommodation issues and employment for individuals with brain 
injury.  So if you have an avatar and looking for more information 
on that issue, you can check us out on the volunteer island in Second 
Life.  We have an office there.   

And that's pretty much all I wanted to go over, talking about some 
of those new resources, especially our new Just in Time modules and 
the ones coming down the pike.  I encourage you to take a look at 
them, consider them in training and let us know if there are other 
topics that would be of interest to you as well as consider using 
them with a live call-in for a question and answer session.   

With that, I'd be happy to open it up to questions. 
>> JIM LUNNY: Okay, well, Anne, first of all, let me thank you 

for that presentation.  And let's see -- do we have questions out 
there?   

No questions.  Okay.  Well, if I could, Anne, let me just take 
an opportunity to say this.  That we have over the years, we have 
often referred individuals to the Job Accommodation Network, both 
employers and to a greater extent individuals with questions 
on specific disability issues, on accommodations, on disclosure 
issues.  And that has been a great resource for the GettingHired.com 
job seeker community.  And today, what we wanted to do is just convey 
to our employer members the great value that you will find Job 
Accommodation Network to be as a resource to you, and I certainly 
would encourage employer members to use those resources.  It's a 
great resource and a complementary resource to the other resources 
available to you as an employer member at GettingHired.com.   

Anne, we look forward of the next installment of the just in time 
module roll out and since we have no further questions, I think we're 
just about close to wrapping up.  Are there any last questions for 
Anne?   

Okay.  Well, thanks, everybody.  Anne, thank you.  Wait, it 
sounds like we may have a question. 

>> ANNE HIRSH: Oh, no, that was just me saying thank you. 
>> JIM LUNNY: Okay.  All right.  Anne, thanks again.  Well, 

we have gotten to the end of our agenda, and we're going to get a 
little bit of time back in our afternoons which is always a good thing.   

I want to thank you for participating in the Advisory Council 
session today.  I wanted to point out, first of all, everything that 
was presented today and the full transcript of the session today will 
be available and posted on the Advisory Council site.  We'll have 
that up within the next two to three weeks for you, and I'll send 



a link out with that information.   
Our next session is scheduled for Tuesday, June 12th, so if you 

would put that on your calendar, please.  I will ask those who are 
on the call today to think about participating as a presenter.  It's 
a great value to our employer members.  All the members of our 
community value from hearing from other members of the community as 
to best practices, as to update on various issues, and so I ask any 
of you who may be interested to consider making a presentation and 
sharing information from your organization with the rest of the 
members of the GettingHired.com community.   

Finally, I'll mention that we have our newsletter coming out to 
you -- the next newsletter coming out to you -- I think it's scheduled 
for next week.  You'll see there's an employer interview in the 
newsletter, Blue Cross Blue Shield of Louisiana will be our featured 
employer interview in the next edition.  You have an opportunity to 
participate in that, too, and to get the word out through our 
newsletter about some of the great things happening in your 
organizations.  So if you're interested in that, please do let us 
know.   

Again, I think we're going to wrap up.  Thank you for your time 
today.  And we look forward to speaking with you again on June 12th.  
Have a great day, everybody. 
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