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>> JIM LUNNY:  Hello, everybody.  This is Jim Lunny here in 

Bedminster with GettingHired.com.  Thank you to those of you who 
joined in.  We are waiting for others to join.  Just sit tight 
please.  We are going to keep you all on mute and just wait for a 
few more members of the Advisory Council to join the session.  
Just hold on a minute, please.  Thanks. 

(Standing by.)  
>> JIM LUNNY:  I want to thank you all for holding on for a 

minute or two. 
I am here at GettingHired joined by Frank Weichmann and Hank 

Fichtner and happy also to have Carl Capato who is here in the 
Bedminster office today.  Thank you all for joining the session 
today. 

We have a great agenda that has been put together for you.  
And as always, we will try to ensure that you will have some time 
for participation with questions and answers.  And we will target 
to wrap up at 2:30. 

This is our final GettingHired.com Advisory Council session of 
the year.  We are going to be joined by Terri Austin of 
McGraw-Hill in the second segment of the session today and then 
by our friends Anne Walling, Karen Pal and Billy Parker of NIB in 
the third segment today.  And we’ll start the session today by 
giving you an update on GettingHired.com. 

Let me pause for a second and tell you how we will do this.  
We have three segments.  During the time that our presenters are 
talking we will have all the participants, all of you on the 
call, on mute to avoid any background noise.  When we are done 
with the presentation we will unmute and be able to accept 
questions. 

Frank, let me turn to you and ask you to explain how people 
can choose to either ask questions by telephone at the end of 
each segment or use Webex to pose questions as we go. 



>> FRANK WEICHMANN:  If you notice on your Webex window to the 
right, there's a chat window that you can send any concerns or 
questions to us during the session at any point.  I would just 
ask that when you select the individual to "send to" that you 
would select me, the host, which is the first option. 

And then any questions during either of the segments you can 
just type in on the bottom right-hand side, type your question in 
and hit "send". 

As Jim mentioned, we will unmute the phones so you can use any 
of these available options to indicate any questions or comments 
that you have on each of the sections. 

>> JIM LUNNY:  Okay, Frank.  Thanks a lot.  I would add if you 
can avoid placing us on hold during any segment of the session 
today we will avoid hearing any kind of background music that you 
might have in your music on hold capability. 

So let's get started.  Frank, can I have the next slide?  
First thing I would like to do is welcome new members of the 
GettingHired.com community and thank our continuing members for 
supporting GettingHired.com.  The first slide we have up here 
shows you some of the new employer members we are privileged to 
have as members of the GettingHired community.  Veolia, UPMC, 
Southern Company, Ryder, Wake Forest, FMH, United Healthcare, 
OGE, HCA, Gore, Bayer and these are some of the new employer 
members.  Welcome to you all. 

I don't know how many of you are participating in the Advisory 
Council session today, but for those of you who are with us, I 
trust you'll recognize good value from the session today as 
others have over the last sessions we have had. 

Again, thank you for joining the community. 
To our renewing employer members, a few of them here, Southern 

California Edison, DuPont, Microsoft, Serco, ITT, Shell, 
Walgreens.  We'll look at statistics in a few minutes, but this 
slide puts a face and some well-known names on some of the 
statistics showing you that the community is continuing to grow.  
We are continuing to expand the opportunities we make available 
to talented people who happen to have disabilities.  And to you 
as employers, to connect you with people with disabilities, to be 
considered to fill your positions and be productive employees in 
your companies. 

Again, thank you to our continuing members and welcome to our 
new members. 

Frank, next slide?  We are also privileged to continue to be 
seeing growth among the ranks of our advocacy organization 
members.  We had two new advocacy organization members join us 
since the last time we met.  United Cerebral Palsy and the 
Society of Healthcare Professionals with Disabilities.  If you 
are on the call, I extend a welcome to you from the 



GettingHired.com community. 
And to you other Advisory Council members I just wanted to let 

you know that we will continue to work with all of the advocacy 
organization members, leveraging these relationships to reach out 
to individuals who happen to have disabilities and to connect 
them with opportunities with your organizations. 

I should let you know that in the case of United Cerebral 
Palsy, we are privileged to already have connections with a 
number of affiliate members who are in the service provider 
network, providing services directly to people with disabilities 
and with whom we are connecting already on a regular basis to 
provide career resources and job opportunities. 

And with the national organization, we will continue to 
leverage that relationship as well.  So welcome. 

Frank, next slide.  What I would like to do at this point is 
talk about some statistics.  But what I should say, I would like 
to turn it over to Hank Fichtner to talk about these statistics.  
He is the one who put this information together.  With that, Hank 
let me turn it over to you to give an explanation about these 
numbers and talk a little bit about the growth that we have 
experienced. 

>> HANK:  Thanks, Jim.  Each quarter we give you an overview 
of some of the vitals and traffic statistics that 
GettingHired.com is receiving so that you can see the whole 
picture.  I know many of you are employers who see your specific 
statistics related to your jobs, your area of GettingHired.com.  
This should help paint the full picture for you of how we are 
doing and how we continue to grow. 

Which as you'll see in the first bullet that what we reported 
the last quarter and in the second bullet what we are 
experiencing now.  So from the last Advisory Council meeting we 
received a 10 percent increase in jobseekers, also reported to 
you last time was a positive increase there.  So we continue to 
be trending up.  Actually, that theme remains consistent 
throughout the statistics we are reporting to you here.  With our 
application referrals, a 20 percent increase.  And of those 
referrals, for the unique jobseekers who applied we also a large 
increase, 27 percent.  So we continue to trend up there. 

And then on the next slide we are adding more employers.  
Since the last meeting we had a 5 percent increase in the number 
of employers.  Jim has highlighted a few of them. 

And that has brought our employer postings up by a similar 
amount, in this case a 6 percent increase.  And we continue to 
add service providers as we always do.  And with colleges and 
universities, we continue to have strong partnerships and work to 
add on more relationships there to extend our free services to 
jobseekers in higher education. 



The next slide shows the impact of some major changes that we 
rolled out effective June 3rd, 2011.  This is showing a before 
and after view of what we were doing six months prior to, we'll 
call it the new GH, and six months post, and statistics for the 
number of jobseekers who applied, jobseekers applies, unique job 
applies and job pageviews.  We have seen growth in these 
parameters of between 120 and 360 percent. 

The upward trend is the result of the home page redesign and 
some different strategies we implemented in regards to 
registration and having a light registration that really helped 
jobseekers better use GettingHired, finding more jobs that are 
appropriate for them and ultimately attracting and forwarding 
more jobseekers to our employers to apply for jobs.  

>> JIM LUNNY:  Hank, thank you for that update.  And I just 
want to say again that we are continuing to keep an eye on these 
numbers.  We are pleased to see that we are continuing to see 
good growth in all these statistics.  And I know we talked about 
in previous sessions some of the work we did to redesign the home 
page and introduce some associated revisions to continue to make 
this a resource which does an effective job in reaching out to 
jobseekers on your behalf. We’ve talked about that before and we 
continue to keep an eye on the impact of that. 

Hank, thank you for that.  Frank, what I would like to do is 
see if we have any questions from the audience, from those on the 
call, for us here at GettingHired.com.   

(Beep.) 
>> FRANK WEICHMANN:  Everyone is unmuted.  If you have a 

question, feel free to ask. 
>>:  Any questions on some of the information we went over for 

GettingHired.com and the growth we've experienced and continue to 
experience? 

(There is no response.) 
>> JIM LUNNY:  Again, thank you for allowing us to give you 

that update and now what I would like to do is get into the 
second segment of the session today.  Again let me preface this 
by saying that the real value that we are trying to bring to you 
in these sessions, and we think we are, is to provide a forum for 
sharing best practices, for letting you know what is going on 
among your colleagues in terms of best practices in recruiting, 
hiring, retaining and other issues related to the employment of 
people with disabilities.  I really encourage you to at the end 
of the session to ask some questions and to participate in the 
discussion.  That's where you will benefit.  Your participation. 

So I encourage that.  If you have a question along the way, 
shoot it in through the chat box as Frank described or hold it to 
the end, but we have some time allotted for Q&A.  I think you are 
going to find some great content here to ask a little bit more 



about. 
I mentioned we have two great presentations today.  And 

without any further ado I am going to introduce Terri Austin who 
is Chief Diversity Officer for McGraw-Hill Companies and we are 
pleased that Terri is with us today.  She is going to talk a 
little bit about her experience, the experience of McGraw-Hill 
Companies, specifically in creating a positive work environment. 

Terri?  Please take it away. 
>> TERRI AUSTIN:  Thanks so much.  I appreciate that 

introduction.  And I had no questions for the prior presentation, 
but I must add a comment that the numbers and statistics Hank 
gave were very impressive.  Kudos to GettingHired.com. 

My presentation today is about creating a positive work 
environment.  And as Jim said, I am with McGraw-Hill.  I am their 
Chief Diversity Officer.  And as I flip to the next page, you see 
a slide that says:  What is the current corporate environment?  
I've got to tell you that while I watch the market, I only need 
to watch what is occurring at McGraw-Hill.  And if any of you on 
the phone are reading the papers, you know that McGraw-Hill is 
indeed experiencing many of the issues noted in the bullets here.  
It's a very competitive market, fast paced, politically charged 
and we absolutely, positively are undergoing constant change 
management.  We just announced that McGraw-Hill Education is 
being spun off.  And that means lots of change for many 
employees.  So even in the best of times, doing diversity and 
inclusion is not the easiest path.  Certainly now with all of the 
changes at McGraw-Hill there are additional challenges, and these 
types of challenges face many other companies as well. 

I wanted to put this slide in to show that in my opinion there 
are more issues that people with disabilities have to face in the 
workforce.  So often times, and you only have to look at the 
numbers, you can tell that there are challenges of lack of senior 
positions, lack of inclusiveness, and lack of opportunity.  I 
think minorities, women, people with disabilities, people who 
have different sexual orientations, find it far more difficult to 
navigate and to be successful in the corporate environment. 

So how do you define diversity and inclusion?  There are 
multiple definitions.  I'm going to start out with the ADA 
definition that you're all familiar with, a physical impairment 
that limits one of the major life activities.  That's how it's 
defined under the ADA. 

I think when you look at diversity and inclusion and how that 
is defined as opposed to how disability is defined, some people 
say:  Hmm, is disability included in diversity and inclusion?  
And my answer to that is absolutely, positively yes. 

In the United States I see most companies defining diversity 
and inclusion to include race, gender, sexual orientation, often 



times disability, often times sexual orientation, but not all the 
time. 

I think in other regions around the globe diversity and 
inclusion are defined very differently.  You have some areas, 
say, in Asia.  They would not define diversity and inclusion to 
necessarily include race, but they may define it to include 
gender.  If you assume for the sake of argument that some regions 
are homogeneous in terms of race and ethnicity, then those 
definitions are going to differ. 

At McGraw-Hill, diversity and inclusion and disability are 
both defined very broadly.  We want to look at diversity and 
inclusion to include everything from race, gender, sexual 
orientation, how you think, what school you went to, what age are 
you?  Are you generation X, Y, millennial? 

The reason is, when we broadly define diversity and inclusion, 
when we broadly define disability, when we broadly define all 
those characteristics that make us different, then we want to 
include that difference in the company.  We want to make sure 
diversity is diversity of thought.  Making sure that it's not 
just one particular characteristic.  It doesn't make any sense 
for me to hire African Americans from Harvard and think I'm 
diverse if they are all thinking the same way.  I want African 
Americans from Harvard.  I want African Americans from Pace 
University, I want Hispanics, people from all disabilities 
included and of all different characteristics included because 
only then am I going to have a diverse workforce. 

One of the things that I wanted to review was the role of the 
Chief Diversity Officer.  I'm not sure for those on the phone if 
in fact every company has a Chief Diversity Officer. 

More companies now are including that position in their C 
suite roles.  The primary function of a Chief Diversity Officer 
is to diversify the workforce.  But I've defined the role 
somewhat differently and am not limiting diversity to just the 
workforce. 

I look at diversity as to include our products, our services, 
our clients, our suppliers, our community outreach.  On a 
functional basis I develop the councils and I engage all of the 
employees to help roll out diversity initiatives. 

We have a mentoring program to support all of our employees 
and to give them the tools they need to succeed.  Obviously, we 
have cultural celebrations to help people feel more included, to 
help them feel more valued. 

We do all that we can to support employee engagement.  I'll 
talk a little bit later about some of our fantastic employee 
resource groups. 

But I just wanted to give you an example from my experiences 
about the business case for diversity. 



In one of my prior roles at another company, I hired an 
individual with a disability.  And sometimes employees and 
managers ask:  What difference does that make?  How is that going 
to enhance business growth?  What difference does it make if 
someone has a disability or if they are African American?  I'm 
just hiring the best and the brightest. 

This is an issue that as a Chief Diversity Officer sometimes 
you deal with.  This is a true story. 

The person I hired was in a wheelchair.  The company I worked 
for sold insurance products.  That individual was on a product 
development team.  And he came up with a new idea.  His idea was 
based on his experiences.  He traveled frequently.  Once when he 
was traveling his wheelchair was damaged.  He made a claim. 

The claim was denied.  And the claim was denied because the 
adjustor stated wheelchairs are not defined as luggage. 

So what did this employee do?  His bright idea for this 
insurance company that we worked for was to introduce a new 
coverage.  We sold travel insurance.  And because of his 
experiences his idea was let's offer coverage for wheelchairs and 
other mobile devices.  Not just luggage. 

We sold that new insurance product to new clients.  And we 
earned premium from that insurance coverage.  And that is how you 
leverage diversity. 

That's the business case for diversity.  When you hire an 
individual with a different background, he or she is going to 
have a different perspective and they will be able to add value 
to your business because they have a different perspective. 

Let's turn for a minute to some of the statistics. 
And many of you are probably very familiar with these 

statistics and I mention them because in my view every time I 
look at this issue, I am amazed at how large the numbers are. 

650 million people, 10 percent of the world's population live 
with some sort of disability.  The census count is outdated at 
this point, 49.7 million here in the United States.  More now, 
more to come when the new census results are in. 

From the United Nations we know that persons with disabilities 
are routinely denied basic rights around the world and more than 
400 million, 80 percent of people with disabilities, live in poor 
countries.  There is a correlation and a link between disability 
and poverty.  Obviously, even if you do not have any disability, 
supporting yourself can be very difficult.  Just imagine if you 
are a person with a disability and unable to get a job, how 
difficult it is to sustain yourself. 

This last statistic is very staggering, that in developing 
countries 80 to 90 percent of persons with disabilities working 
age are unemployed. 

Now, this next slide we are looking at hearing, vision, and 



mobility. 
These numbers are from the Center for Disease Control. 
And I mention these numbers because I thought that they were 

very interesting in that disability is defined in many different 
ways.  As I mentioned before, ADA defines it one way.  Companies 
define it another way.  EEOC defines it another way. 

Here we are looking at the number of adults with hearing 
trouble, vision trouble, and difficulty walking.  These are 
noninstitutionalized adults, 18 years of age and older. 

The numbers are even more staggering.  34.5 million or 15.2 
percent of the population have trouble hearing.  The number of 
adults with vision problems is very high, as is the number with  
difficulty walking. 

One of the things that is very impressive about this slide for 
me is that it demonstrates how many people have identified the 
fact that they have trouble hearing, trouble seeing, difficulty 
walking. 

I was fortunate enough to travel to Korea and attend an event 
with the Disabled People's International Organization.  And the 
president of that organization, very succinctly stated something 
like the following:  You may not be born with a disability, but 
you may acquire a disability throughout your life in an accident 
or some other traumatic event.  But ultimately through 
degeneration, all of us are going to have some type of 
disability. 

And when you look at disability in that way, it's clear that 
it affects everyone, whether you now need glasses, whether you 
have difficulty walking, lower back pain.  All of us need to deal 
with this issue, which is the reason I think every company should 
be looking at this. 

The next slide shows that the unemployment rates for workers 
with disabilities is 13 percent compared to 8.6 percent for all 
workers.  8.6 percent is already high.  13 percent is 
unacceptable. 

The current administration just last week proposed new 
procedures for government contractors, which by the way is most 
companies.  Interestingly enough, I have an employment law 
background and there are many, many companies who have federal 
contracts.  Certainly McGraw-Hill is.  Not all companies, but any 
company who has a federal contract must abide by the guidelines 
that the federal government establishes.  If this is established 
and passed, it will make a huge difference.  The Department of 
Labor has proposed a new rule that would require most companies 
with federal contracts to set goals requiring that disabled 
workers make up 7 percent of their workforce.  I can tell you now 
that the numbers are far from 7 percent.  The Office of Federal 
Contract Compliance Programs, the OFCCP regulates this, and when 



you file your EEO-1s, et cetera, this is the office that 
regulates those reports.  This is the office that sets the 
standards.  Director Patricia Shiu has said that this will make a 
big difference.  That in the past, good faith was simply not 
working. 

So these new rules are going to require companies to devote 
more resources to recruiting efforts to hire workers with 
disabilities.  Companies are going to have to improve training 
programs, update their data collecting and the rule is going to 
require companies to post job openings and increase the pool of 
qualified applicants. 

I think this is very interesting.  The early feedback from 
companies is that it's going to be too costly, that it's going to 
take too much time and effort, but I think that if this is passed 
we are going to begin to see a difference because companies are 
going to have to account for the numbers.  They are going to have 
to make a difference in terms of having someone accountable.  I 
looked at Carol Glazer's presentation from the last quarter.  She 
was asking in one of her slides, you know, do companies have 
recruiters who specifically look for people with disabilities?  
Companies, if this rule is passed, are going to have to show that 
they are making those efforts and the thought is, and I think it 
is going to be true, that we are going to at least have an 
unemployment rate for people with disabilities that is a little 
bit closer to the overall percentage of unemployment. 

Hopefully, the unemployment rate will go down.  There is 
certainly no reason that qualified applicants with disabilities 
should not have the same opportunities as everyone else. 

What is McGraw-Hill doing?  One of the things that I have to 
say, and I think it's probably true for all companies, is 
diversity and inclusion including disability initiatives, it's a 
journey.  I want much more done.  I'm happy with what we are 
doing, but I think there's far more to go.  We are working with 
GettingHired.com, we are working with the National Organization 
on Disability.  I've listed several other organizations there.  I 
will give you examples of all of that as we go through these 
slides. 

We post all of our open positions with GettingHired.com and I 
think that's fantastic.  What I want to report to you when Jim 
invites me to come again -- which I hope that he does in another 
year or so -- is that we have X number of hires.  Because that's 
what it's all about.  I think posting the jobs are great.  I want 
to see us hiring.  And I mentioned at the outset that McGraw-Hill 
is going through some changes and I think that those changes are 
going to make it a little bit difficult in this environment.  You 
may or may not have read along with those changes that there are 
going to be cuts and that 500 may not seem a lot, but 500 jobs 



were cut. 
And I'm here to tell you that there will be more. 
And that's not a secret.  So because of all of the changes and 

cost cutting initiatives, there will be more changes and I think 
hiring people from anywhere is going to be a little bit difficult 
at the moment.  But I'm hoping soon that will change this and we 
can have some increased opportunities here at McGraw-Hill. 

We are also working with Carol Glazer of NOD.  She was very 
instrumental in the launch of our new employee resource group.  
That's Carol there giving the keynote speech and I am now 
requiring that when we have presentations, we have someone who 
can sign.  I think that's very important.  I also think that 
closed captioning is important and we are working on having all 
of our videos with closed captioning at McGraw-Hill.  These are 
some of the initiatives that our employee resource group is going 
to be working on. 

I'm looking forward to working with Carol on her Bridges to 
Business program.  I reviewed it.  I think it's fantastic.  It 
has a lot to offer and I'm excited about those possibilities. 

You all may also know Springboard Consulting and Nadine Vogel.  
One of the things I enjoy so much about diversity and inclusion 
is that we share best practices, that we all collaborate because 
it's all about the altruistic reasons that we are doing this.  
Nadine and Springboard Consulting helped us put together the 
structure for the employee resource group. 

New Alternatives for Children is another one of the 
organizations we work with.  I'm happy and pleased and proud to 
be a board member there.  They assist the severely disabled 
children who have been in hospitals all their lives.  And the 
goal is to put them back with their homes or to put them with 
foster parents and so I thought this was a great organization to 
get involved with.  And to involve McGraw-Hill with as well. 

We are very, very proud to be a part of YAI network and to 
have been honored by them recently.  We partnered with YAI for 
years and hired many people from the YAI network and we are very 
pleased with that partnership.  And we intend to continue 
promoting awareness of people with disabilities and full 
employment. 

So I mention this because I think it's important to give back 
to the community.  That's a large part of what the diversity and 
inclusion initiative is all about. 

We also partnered for Disability Mentoring Day with the New 
York city Mayor's office.  It is with sadness that I mention that 
Matt Sapolin, the Commissioner for the Mayor, recently passed 
away from a long battle with his health.  He was a fantastic 
figure and worked so hard in terms of promoting initiatives for 
people with disabilities. 



And he was instrumental in the Disability Mentoring Day 
program in New York and for several years now McGraw-Hill has 
partnered with that program from his office.  And we are very 
pleased with the partnership and with the individuals who come 
and shadow and mentor and work for a day at worksites across the 
city, including at McGraw-Hill.  The ultimate goal is not just to 
have the individuals come and visit for a day but the goal is to 
increase employment and to hire those individuals. 

So we are very pleased to partner with the Mayor's office 
again.  I'm hoping that those partnerships and liaisons can 
result in hiring, which is as far as I'm concerned the bottom 
line for all of this. 

So EASE is our new employee resource group.  It stands for 
"enable, achieve, succeed and empower." 

I hope you like the logo.  I was an integral part of designing 
that.  I don't consider myself a creative person, but I think the 
logo came out nicely.  It's a positive logo, a positive name.  We 
want to make sure that people understood that this employee 
resource group was for all of our employees, not just for folks 
who are identifying as someone with a disability. 

But specifically, we are targeting veterans with 
service-related disabilities, service workers, parents with 
disabled dependents and anyone and everyone who wants to be 
supportive of the group.  Again I really go back to what the 
president of People with Disabilities International said, which 
is that ultimately we are all affected by this.  I think it's 
important to be open.  All of our employee resource groups are 
open to all, but I think this one is even more important for 
that.  Our mission is to create an environment and empower people 
who are impacted to reach their full potential and positively 
affect our markets and communities. 

Again, when people say “why?”, I point to the business case 
for McGraw-Hill, there is a huge business case.  If you look at 
the objectives:  Educate the organization on the importance of 
the application of disability etiquette and awareness; support 
the company in attracting, developing and retaining qualified 
individuals with disabilities; create a platform to encourage our 
employees to share knowledge, experiences and best practices 
relative to disabilities; and align with business partners to 
support their development of products and services that serve the 
disability community. 

Among the tools we develop at McGraw-Hill are learning tools.  
Why not develop tools for people with disabilities.  When those 
are physical disabilities, mental disabilities, whether those are 
learning disabilities.  We can develop tools that help people 
with disabilities.  Why not have our employees help us develop 
those tools?  Why not get the perspective from those employees of 



how they can assist us on developing tools.  They can tell us 
their issues, share their experiences and create tools that will 
be helpful for everyone. 

What to consider when you develop an Employee Resource Group.  
You have to have an advisory board, an executive sponsor, a 
president, but the most important piece is the committee piece 
where the people in these various functions are supporting the 
organization. 

Marketing and communications, membership for outreach 
purposes, talent development, program development and obviously a 
treasurer to track what money is spent for that Employee Resource 
Group. 

These are some of the activities which we are currently 
developing.  We want obviously to educate the rest of McGraw-Hill 
and develop webinars.  Perhaps we can partner with 
GettingHired.com in that regard. 

We want to obviously attract and retain talent.  There again I 
see a great partnership with this organization.  And we want to 
have focus groups and panel discussions.  From a business 
perspective, as far as I'm concerned this is the business case.  
We want to first because frankly most of the people who are now 
in this Employee Resource Group were not familiar with all of our 
current products.  What are we doing already?  We need to 
understand what we have and make an assessment of that and then 
expand those markets. 

I'm very excited about that and I hope again when I come speak 
we can talk about the fact that this is the revenue that has been 
generated and this is why it's important to make sure that you 
are attracting and retaining diverse talent. 

These are the other Employee Resource Groups at McGraw-Hill.  
It's interesting when you look at the names all on a list, many 
are acronyms that spell out a common word.  I don't think, 
initially, that was part of the plan.  WINS, interestingly 
enough, was the first organization, established in 2004.  And the 
others followed.  I think BEAM came soon after.  The others 
followed, EASE, GLBT, HHN and LEAD. 

I will point out two, we started two this year, EASE and LEAD.  
Learning, empowering and accelerating digital -- I'm most proud 
of the fact that we launched an employee resource group that has 
nothing to do with race or gender.  And neither does EASE. 

I think that's really important because at the top of the 
discussion I talked about how you define diversity and inclusion.  
And for McGraw-Hill and for me, diversity and inclusion is way 
beyond race and gender.  And it does include digital.  So there 
are these digital natives who have a different way of thinking 
and a different perspective and digital is very important in our 
suite of products.  We need to learn from these generation X and 



Y individuals and frankly, that ERG is now the second largest 
ERG.  So out of the employees we have worldwide, WINS is up to 
5,000.  LEAD is very close to a thousand.  The others are more in 
the 200, 300 range.  It's interesting that people are very 
interested in that. 

You can see our logos also at the bottom of the page there. 
What are the results?  You can see here that I think the 

bottom line is you have a more engaged workforce, a workforce who 
feels supported, a workforce who is going to be more productive.  
When you have a successful D & I strategy.  That's what it's all 
about.  These are some of the additional measures for 
McGraw-Hill:  Awards from Working Mother, Human Rights Campaign 
and others, these are all measurements for our diversity and 
inclusion initiatives and I'm hoping that we receive even more, 
particularly in the area of disability.  I'm hoping we will be 
able to put more logos on this page that indicate company 
accolades for diversity and inclusion. 

What can we do?  One, you need to make sure you begin the 
discussion.  I find too often people are hesitant to talk about 
disability.  That it's too sensitive an area, and people want to 
just move beyond it. 

I think that we have to do more than that.  We have to talk 
about it.  It's something that affects everyone, again.  And move 
beyond the legal requirements.  Yes, the OFCCP is thinking about 
new regulations, but why wait for that?  And why is that 
important?  It shouldn't be legally required.  It should be done 
because it's the right thing to do. 

Promote best practices.  What we are doing today is promoting 
best practices.  I think we must continue to do more of this.  I 
really applaud GettingHired.com for having these types of 
discussions.  I think they are very helpful. 

And work with advocacy groups.  Often times I think companies 
don't remember to sort of put your money where your mouth is.  
When you can do that, you should do that.  It shows that you 
really care. 

So that ends the discussion for now.  Obviously if we have 
questions, I'm more than happy to take those questions and you 
can always contact me at the email address and phone number shown 
on the last slide. 

So Jim, with that I'll turn it over to you. 
>> JIM LUNNY:  Well, Terri, I want to thank you for that very 

in-depth presentation.  I know myself I have a couple of 
questions and we've got a few that have come in electronically. 

First, let me open it up to those on the phone to see if 
anyone telephonically wants to ask Terri a question or make a 
comment. 

>> FRANK WEICHMANN:  Phone lines are open. 



>> AUDIENCE:  Hi, this is Terrence Dickinson from W.L. Gore 
and Associates. 

Terri, you mentioned the hiring piece.  So it's easy to post 
positions and get them all out there and you were really focused 
on hiring. 

In your opinion, how can we go about seeing that that happens?  
I know obviously we are looking for the best talent and 
interviewing takes place.  Do you have any thoughts around trying 
to move that forward? 

>> TERRI AUSTIN:  I think that it's a very good question.  
It's something that all companies are focusing on. 

That your Chief Diversity Officer, the others focused on those 
types of issues have to continuously go back to the managers and 
say:  So who were your applicants?  Okay, great and what was the 
result?  And I think tying the process to compensation is one of 
the only ways that you are going to have companies and managers 
actually do the hiring of those individuals. 

So while I don't want it to be punitive in nature, I think if 
you look at Diversity Inc. and other companies who are looking at 
these types of issues, until you tie the results into 
compensation and until you go back to the managers and have those 
conversations, it's often about:  Well, you know, I had someone 
who was disabled who applied, but, you know, I hired the best 
person for that position. 

Or, you know, I just don't know where to find these folks.  
And I think it is easy to brush over that and keep hiring the 
same way you have been hiring in the past. 

I think until you have someone who is pushing that envelope 
and not allowing the manager to sort of by pass what is obviously 
excellent talent, it's hard to get results.  It's work. 

And I mean, I think all of our companies have to do a better 
job at it.  I think tying it into compensation is one of the ways 
that you can get those results. 

So two things:  Following up with the manager and tying 
outcomes to compensation. 

>> AUDIENCE:  Great.  Thank you. 
>> JIM LUNNY:  Anything else for Terri? 
(There is no response.) 
>> JIM LUNNY:  Frank, we had a question come in on the chat 

line.  You want to raise that on behalf of the person who posed 
the question? 

>> FRANK WEICHMANN:  It was in regard to having a signer for 
all your presentations.  Did you have any metrics on how many 
employees took advantage of that benefit? 

>> TERRI AUSTIN:  We don't have those metrics yet.  It's an 
excellent question.  It's so funny because when I hired the first 
signers, I thought:  Is someone going to say to me, why are you 



doing this?  That's more money.  You don't need to spend all that 
money.  When you hire a signer, depending on the length of the 
program, you have to have at least two so they can alternate. 

So it is not an inexpensive endeavor, although it is not 
tremendously expensive.  But I think it's worth it even if there 
are no metrics and while I'm not doing it just for show, I do 
think that it shows support.  You know, interestingly enough, 
right now employees are not required to state if they have a 
disability.  It is on a voluntary basis.  The numbers are very 
low.  It's very difficult for me to tell how many individuals 
there are who might be hearing impaired and even if I have those 
numbers, how many came to that event who were hearing impaired?  
And so no one did ask, Terri, why did you spend this money?  If 
they did, I would have said I think it's important to show the 
support.  I think the expenditure is relatively small 
comparatively. 

I can tell you in my former position with the former company, 
I had several individuals on my staff who were hearing impaired 
and read lips.  In fact, in meetings we had to make sure that we 
were having face-to-face conversations.  So at least in other 
experiences while not here, I have not actually seen that it's 
needed, but in other experiences I can tell you it was needed and 
appreciated. 

>> FRANK WEICHMANN:  Okay.  Do we have any final questions for 
Terri? 

(There is no response.) 
>> JIM LUNNY:  Terri, first of all, I want to thank you again. 
I want to take an opportunity to make a shameless plug for 

GettingHired.com leveraging off the question from our friend at 
W.L. Gore.  GettingHired.com in terms of removing barriers to 
hiring, we are the resource for this community to connect with 
organizations that can help you find accommodations, that can 
help you address some of the perceived barriers, and of course 
can connect you to wonderful talented people who happen to have 
disabilities to be part of your employee community. 

Terri, let me thank you again.  I was remiss.  I should have 
earlier mentioned McGraw-Hill and the fact, Terri, that your 
organization has been with us now for over a year and recently 
renewed your employer membership here at GettingHired.com.  Thank 
you for your continuing support of GettingHired.com. 

With that we'll wrap up the first segment of the session. 
And we are going to move into our second session, our second 

group of guest speakers from National Industries for the Blind.  
National Industries for the Blind is a wonderful organization 
that has been with us, been in the GettingHired.com community 
almost from the very beginning.  And we have had the opportunity 
to work with Ann Walling and her colleagues for almost three 



years now.  We are going to hear about Professional Employment 
and Development at National Industries for the Blind from Ann, 
Karen Pall and Billy Parker.  Again Frank will put all the 
participants on mute while we go through the presentation and we 
will unmute at the end so we can have questions and answers. 

With that, Ann, you're on. 
>> ANN WALLING:  Well, thank you and welcome to everyone on 

the call.  Are we going to switch over to our slides? 
>> JIM LUNNY:  We are switching over on the console but it 

hasn't switched over on the screens yet. 
>> ANN WALLING:  No problem. 
>> JIM LUNNY:  Ann, I think what we are going to do, Frank is 

going to take control back -- oh, there we go. 
>> FRANK WEICHMANN:  I had to take control back. 
>> ANN WALLING:  There it goes.  Thank you.  Thank you so 

much. 
I am Ann Walling, human resource manager for National 

Industries for the Blind.  With me is Karen Pal, our Business 
Leaders Program Director and Billy Parker, our Contract 
Management Support Training Program Director. 

NIB is a not for profit 501(c)(3) whose mission is to enhance 
the opportunities for economic and personal independence of 
persons who are blind, primarily through creating, establishing 
and supporting employment.  We, through associated agencies, are 
the largest employer of people who are blind in the United States 
and the world. 

And our goal for this presentation is to describe what NIB has 
done in the professional employment of people who are blind in 
our Business Leaders Program and the Contract Management Support 
Training Program. 

We want to share our successes and ideas and describe how we 
can be a resource for you through talent referrals, being a 
resource for your accessibility questions, reasonable 
accommodations for someone who is blind and making sure your new 
employee is comfortable with the new employment and engaged from 
day one. 

Finally we are an orientation resource assisting you with your 
questions such as workplace setup and manager training, just to 
name a few. 

Karen Pal will start us off with the Business Leaders Program, 
and then Billy Parker, who is with the Contract Managers Support 
Training Program. 

>> KAREN PAL:  Good afternoon.  I have two stories here.  One 
I want to tell you a little bit about the Business Leaders 
Program and then a little bit about the successes we have that we 
didn't really anticipate. 

First, the Business Leaders Program is an umbrella term for 



five tracks.  We started developing and implementing these tracks 
in 2003 and pretty much implemented one about every year-to-year 
and a half. 

The first track we implemented was called the fellowship or 
leadership development track.  It's a work-oriented managerial 
internship.  Think of it as an apprentice, if you will.  The 
focus here is to hire somebody in and their work produces good 
results and that looks good on the resume and they get hired. 

I'll tell you a little bit more about that track later. 
The other track is called Business Management Training.  This 

is like a mini MBA.  Most good companies have programs like this, 
whereby you can provide the business academics as a back drop so 
that people can get promoted.  We have had that kind of success.  
Seven out of ten of the graduates have at least one promotion.  
And many of them have had more than one over the years. 

So we found that very successful and very supportive of our 
mission. 

Another program that was implemented about a year after that 
is Leaders At All Levels.  This is on site training.  We changed 
it up a little bit.  Rather than centralized training we went out 
to the 90 associated agencies in our network.  We trained 
everybody on site.  We trained in fundamental skills, team 
building and interpersonal communications. 

We affected the workplace by doing that.  A year later we 
implemented something with a different format, with a distance 
learning component.  Business Basics are five courses that 
provide entry level information on business. 

Recently we implemented the fifth track.  That's Effective 
Supervision.  Again we are focusing on training on how you get 
work done through people.  What are the skills you need there?  
Our measure there is whether the agency or that business line is 
more productive.  We've gotten through survey information that 
that's really the case.  Plus we got promotions we didn't really 
expect.  That's also very, very good for people. 

Now, one thing I didn't mention because it becomes so 
transparent to us, our target audience for the Business Leaders 
Program are people who are blind.  You have to be legally blind 
to be part of it.  All the participants here, when I tell you 
they are getting promotions, those are people who are blind. 

Let me focus on the Business Leaders Program a little bit 
more.  The reason as I said was to be work-focused.  What we have 
here is a chance for NIB to hire new people into our organization 
and affiliated agencies.  I cast the net pretty wide across the 
nation to recruit people from all parts of the United States and 
last time we got 55 applicants.  I could only hire five.  We had 
way more applicants, as you all are experienced in, than we can 
hire.  They were willing to work for us a 20-month period and 



move about a total of four times.  That takes a particular type 
of person.  We found very qualified people and they worked four 
months here at NIB headquarters.  Then they worked in two other 
places across the nation so that they can get the experience of 
different cultures, different business lines. 

There is also professional development including going to 
national meetings and the result is that the work looks good on 
the resume.  They achieved results, benefits to the agencies that 
they worked for and they landed permanent jobs.  Every fellow who 
has gone out for a job landed one that paid anywhere between 
$50,000 and $70,000 annually with benefits.  So we created a 
pipeline of talent for agencies affiliated with National 
Industries for the Blind. 

Now, the second story is there were things that we found 
success with or benefits that we didn't really anticipate.  One 
of the indirect results is the creation of a pipeline.  If I'm 
hiring three, four, five fellows for an apprenticeship, it's not 
just the 20 months that they are working for us now.  The agency 
started anticipating that these fellows are coming along.  That 
anticipation created a situation where they started planning 
more.  They started developing succession plans.  They started 
establishing budgets so they could hire the fellow when the 
fellow was done.  That was a really great result. 

You would think since we're National Industries for the Blind 
people were already ready for blind people to come work for those 
eight-month rotations.  Many were, yet they were not necessarily 
that familiar with hiring somebody in a white collar or executive 
job, a white collar, gray collar executive job. 

Okay, we needed to do some orientation.  Once people learn how 
simple or how few things need to be done to provide reasonable 
accommodations, this program became the most popular thing 
around.  What happened is that we increased the number of people 
who are in the managerial positions in these agencies in just the 
last eight years. 

What we have done is affect the culture.  Not only are they 
hiring the NIB fellows, but they are hiring other people in white 
collar or executive jobs.  That was a great thing to happen. 

I think I kind of touched on all the points I wanted to with 
this second story.  Maybe I'll give you a quick little example of 
my work with 3M.  The 3M Company has a business partnership with 
National Industries for the Blind for supplying certain products, 
but they have not partnered with us before on personnel.  So they 
stepped up and said okay, tell us how to host an NIB fellow.  We 
want to be part of your fellowship program. 

What we have done here is an NIB fellow is now working for 3M.  
I know through the orientation process, now having Al, one of the 
fellows, working there, they go:  Wow, is that the only 



adjustment we have to do?  That was easy. 
So now Al's fellowship is resulting in opening doors right 

there at 3M for permanent placement.  So that is the kind of 
success story that we would not have seen in our crystal ball and 
could only hope for. 

Now we are really excited about the possibility of opening the 
doors for more jobs at 3M and other companies through NIB fellows 
like Al. 

Speaking of success stories, there's more to come.  And Billy 
has several, with the Contract Managers Support Training Program.  

>> BILLY PARKER:  Thanks, Karen.  National Industries for the 
Blind is always looking for new employment opportunities.  
Recently we have been looking for new professional level 
employment opportunities as well.  As part of that research, we 
ran some business cases, business analysis.  What came out of 
that is there is a real opportunity focused on contract 
management support.  It was an area with the government and the 
Department of Defense, that there's a real need for a talent pool 
of people.  It's an area we focused on and established a training 
program to support that career path. 

So in 2009 we established this training program.  The 
objective is to assist in the development of high growth career 
opportunities for people who are blind by providing high level 
training in the field of contract management. 

I want to focus on high growth career opportunities.  Getting 
in the door is one thing, but having a path to a career is the 
other thing.  We target this because it's a career path.  Getting 
in, there's a chance for advancement and long-term careers for 
individuals in this field.  That's a reason we focused on this. 

When we put this program together, we had to establish a model 
for this.  We put together a three-step process.  It's a simple 
process but effective.  We had focused on recruitment.  We have 
to find and qualify candidates nationwide to do this.  All of you 
are doing that, GettingHired.com is a great resource.  The key to 
success is finding the right person to do it.  We established a 
recruitment process to find the candidates to participate in the 
program.  We designed the training to do this.  Finding the 
qualified candidates is one thing, but they are there to support 
the individual with the training they need to be successful in 
this particular career. 

We partnered with the Department of Defense's Defense 
Acquisition University to do this.  We worked with the training 
they have to provide the relevant training they need to be 
successful. 

The third piece is the placement assistance.  That's probably 
the most important piece.  Bottom line, everyone needs to get a 
job at the end of the day.  We leveraged Ability One 



relationships to assist in the placement of CMS participants in 
contract management support roles with NIB associated agencies, 
the federal government and the private sector as well. 

The key to the entire program is the qualification criteria.  
That's what makes this Contract Management Support Training 
Program stand out.  We established the qualification criteria we 
need to look at before we put them in the training program.  
Participants need to be legally blind or totally blind. 

The preferred education we are looking for is the four year 
degree or equivalent work experience and business background. 

We are looking for college graduates with a four year degree.  
In some circumstances we find individuals with equivalent work 
experience, but our focus is four year degree candidates.  We are 
looking for highly proficient candidates with computer technology 
skills, but really beyond that.  This is what levels the playing 
field especially for candidates that are visually impaired, that 
is the assistive technology.  You know, we have candidates who 
are legally blind and others who are totally blind.  Once you 
find the right technology to use, they can pretty much do 
anything.  View contracts, close out contracts, a little bit of 
everything.  We need to make sure they have the proper skill sets 
to use this assistive technology. 

We actually have gone as far as to hire an assistive 
technology coordinator to work with the program and to work with 
the candidates.  You look at a resume that says they are 
qualified on paper, but they may not be where they need to be 
with the particular assistive technologies.  We do an assessment 
with individuals to make sure they are where they need to be.  If 
not, we assist them in finding the proper training they are going 
to need to qualify for a program.  We support them in that area 
as well.  That has been real key to what we do. 

The other piece, they need to be a U.S. citizen.  The reason 
is due to the nature of the work we are doing with DOD and the 
federal government and other agencies.  They have to be a U.S. 
citizen. 

Bottom line, we are looking for people with professional work 
life skills as well. 

Recruiting resources, GettingHired.com is a great resource and 
we reach out and work with other agencies as well.  We have a 
targeted area we work with.  We work with state Voc Rehab 
agencies to help find the pipeline of candidates we are looking 
for.  We partner with the VA, the BVA, and Wounded Warriors to 
identify and recruit qualified veterans.  We work with the 
college disability services offices and we reached out to AHEAD, 
not only to try to find candidates for this particular program 
but we are really pushing for them to push their students to go 
into business curriculums and majors.  We are looking for more 



business majors coming out of college.  You just don't see that, 
so we are pushing for, looking for that more so they can be hired 
when they finish this particular program.  That's a strong 
resource we have.  Also working with national organizations such 
as the National Federation of the Blind, the American Council on 
the Blind and the American Foundation for the Blind. 

And we are collaborating with other NIB associated agencies.  
They are qualifying our candidates as well. 

So to the final step, sorry, not to the final step.  We're one 
slide ahead there. 

To the training curriculum.  The training is going to be key 
here.  As I mentioned we find a qualified candidate, that's 
great.  But we want them to be prepared when they step into the 
job to be ready to go.  What we have been able to do is partner 
with the Department of Defense and the training program through 
Defense Acquisition University.  They have a need for talented 
candidates to come into this field, contract management, as 
contract specialists and also with a focus on close-outs of 
contracts. 

They have a need.  They turned to us because we have a large 
talent pool in the blind community.  We bring candidates to the 
table and they are allowing them to participate in their training 
through DAU.  DAU is usually reserved for federal employees or 
contractors working with DOD.  They opened their doors to any 
qualified candidate working with our program. 

Our candidates can go online and take courses through DOD.  It 
expands their qualifications, enhances their resumes and helps 
them in a number of areas and has made an impact for a number of 
our candidates. 

We have courses we focus on online.  They are offered at no 
cost to CMS participants who qualify.  We estimate it takes 80 to 
90 hours to complete all four online courses. 

One thing to note here, this is not a click type of training.  
You don't just click the box and move on.  There are evaluations 
throughout.  If you get the questions wrong, you can be kicked 
out of the class.  You know, it's very thorough in its process.  
You have to understand the curriculum to move forward. 

 (Audio difficulties).  
>> BILLY PARKER:  ... (Unable to make out the voice.)  
 (Distorted audio.) 
>> JIM LUNNY:  This is Jim.  We are having some difficulties 

with the audio portion.  Billy, are you able to hear us? 
We are having difficulties with the audio portion?  Can you 

hang on for one second, folks?  Sorry about that. 
>> JIM LUNNY:  Billy, we're having difficulty with your 

connection.  We are going to have to put you on mute for a 
moment. 



(Pause.) 
>> JIM LUNNY:  Everybody, I apologize for that.  It seems as 

though we were having difficulties with the connection we had 
into our friends at NIB. 

And I think what I would like to do is just wait for one 
moment.  Let's check something here and see if we can resume.  If 
not, we are pretty close to the end.  I do have a little bit of 
wrap up information.  Hang on one second, please. 

(Please stand by.) 
>> JIM LUNNY:  Billy, we are going to try again to hear you a 

little bit better.  Can you say something to us so we can see if 
you are coming through clearly?  

>> BILLY PARKER:  So can you hear me okay?  We're here at NIB. 
>> JIM LUNNY:  Yes, that's fine.  For some reason we lost the 

connection for you.  Just for this slide, I think that if you 
could just start again with the slide titled placement 
assistance.  I think that's really where we started to lose you.  

>> BILLY PARKER:  You've got it.  We'll go back to placement 
assistance.  We have 193 CMS training program participants 
enrolled in the program.  We have 36 employed as a direct result 
of the program, ranging from Northrop Grumman, Boeing, the Army, 
the Navy, we have somebody at the Norfolk Naval Hospital, we have 
individuals here at NIB where we hired a number of people and a 
large number of NIB associated agencies, focused on close out 
specialists. 

One of the most recent successes we had was our partnership 
with Boeing where they wanted to hire someone focused on contract 
management.  We were able to go to our candidates, identify the 
best bet for them and really provide a few resumes, but narrowed 
it down to be one candidate that met their needs.  They brought 
him in, interviewed him.  He was a good fit. 

We started the process with a six month internship with the 
intention to eventually bring that individual in full-time. 

We are there with our partners throughout the hiring process.  
For example, there is the challenge of after you get the resume, 
how do we connect the dots to get them in as an actual hire? 

We are there as a resource to do that.  From getting the 
resume to getting an individual what they need and on the job and 
supported, and answering all the questions that come into play as 
well.  We really facilitate the process to make it happen and 
it's a real partnership.  We have skills assessment, we review 
the accessibility of the software.  We also provide assessment of 
what the individual may need as far as assistive technology.  And 
also work with the companies to provide any kind of outline of 
what the candidate will need, and any other questions.  Ability, 
instruction, anything needed. 

The bottom line at Boeing, putting all these pieces together, 



it's been extremely successful.  The candidate has been there a 
few months and it looks like they will bring him on full-time. 

This is something that if any of you have those needs, again 
we have 193 people in the program.  So we have a lot of qualified 
candidates.  If you have a need or your company may, let us know.  
We are happy to do the same thing.  We have a number of qualified 
candidates trained and we need opportunities.  With that, I’ll  
transition back to Ann Walling who is going to wrap it up. 

>> ANN WALLING:  Thank you, Billy.  So in review NIB is your 
resource for employing people who are blind.  We can provide 
qualified referrals.  Our fellows and CMS candidates count on us 
to help them with employment and training.  We can be your 
resource if you hire someone who needs a screen reader or 
magnification software, making sure these programs are set up on 
the computer before the person arrives.  That’s so important.  
First impressions on that first day, they need to feel 
comfortable, you want to be comfortable and having everything 
ready to go is important. 

We want to consult with you on orientation for your new 
employee.  We know how to make things successful for the employee 
and the employer. 

It takes three Es:  The employee, the environment, and 
engagement.  We are there who to help you with that. 

How supportive is that workplace.  For example, do the 
elevators in your building ring when you come to a floor?  Is 
there a building tour to acclimate the new employee on getting 
around?  Is the hiring manager comfortable with hiring a blind 
employee?  We can help with all these questions. 

First impressions from both sides are so important.  It is 
important that the company and the new employee have a smooth 
start and that is accomplished by starting off on the right foot 
from day one. 

NIB was recently awarded the Virginia best company award.  
NIB’s Business Leaders Program was also honored recently by ASAE, 
The Center for Association Leadership, with its Summit Award in 
the category of “The Power to Create a Competitive Workforce.”   

We are very proud of that. 
(Overlapping speakers.) 
>> ANN WALLING:  Yes? 
>> JIM LUNNY:  I'm sorry, I didn't mean to be interrupt you.  

I think you were wrapping up with some information on how we can 
contact you. 

>> ANN WALLING:  Yes, we are wrapping up.  So here is our 
contact information.  And please, do not hesitate to contact us 
if we can be of any help in the hiring of your next blind 
employee.  To learn more about NIB, please visit the website at 
NIB.org.  Billy, Karen and I thank you for the opportunity to 



present today and let us know how we can be a resource for your 
company and we are available for questions at this time. 

>> JIM LUNNY:  Ann, this is Jim.  Thank you very much for that 
presentation. 

Now let me open the lines up to anyone who may have a question 
for Ann or for Karen or for Billy.  Your phone lines are now 
unmuted.  Anyone have a question? 

>> AUDIENCE:  This is Carol Glazer from NOD. 
>> ANN WALLING:  Welcome, hello! 
>> CAROL:  How is everybody?  I was wondering how are you 

doing?  I see the numbers are very impressive.  We found in our 
work with veterans that even though the numbers are so high, the 
pipeline is not always there.  And we often have to dig pretty 
deep. 

What has your experience been with the pipeline and referrals 
from various places? 

>> ANN WALLING:  Let me have Billy answer that from the CMS 
program.  

>> BILLY PARKER:  Hi, Carol.  At NIB we are looking for 
individuals, including wounded warriors and disabled veterans who 
are legally blind or totally blind.  Yes, we run into that same 
issue where it seems like there should be a great deal of people 
out there, but identifying them and finding the right fit has 
been a challenge. 

There are a number of resources out there.  I think we're 
working with all of them.  We have such a narrow area we are 
looking for.  The numbers aren't high.  It's definitely a limited 
pool of candidate that we are working with as well. 

>> CAROL:  Follow-on question?  Do you find that the CRPs that 
you serve through your core Ability One work often are not hooked 
into this customer base?  And even though they certainly can be, 
and they can be serving veterans, because the VA seems to be the 
franchise, if you will, of the market for veterans who need 
services, do you find that the CRPs are not able to serve as 
easily as they might like to or be able to?  

>> BILLY PARKER:  You know, we recently have been addressing 
this here at NIB.  We set up kind of a council to talk about it.  
The bottom line, it comes down to local and grassroots efforts in 
the community.  That's what our CRPs can do.  A lot of them do a 
good job at that, but we are trying to facilitate that from a 
higher end by connecting with VA and the right contacts, but a 
lot of our agencies are doing a really good job, actually, of 
partnering with the local groups to do that.  VA, blind services 
as well. 

And we are trying to facilitate that from here.  Being on the 
grassroots level is the key to success for that as well. 

>> CAROL:  Thank you. 



>> JIM LUNNY:  This is Jim again.  Let me thank you, Ann and 
Karen and Billy for that presentation.  We have been privileged, 
as I said, to have been working with the National Industries for 
the Blind for over three years now and with many of your 
associated agencies also. 

Thank you to all of our participants today for your 
participation and continued support. 

Frank, we have one final slide here.  I want to wish you all 
Happy Holidays and the best for the New Year.  We look forward to 
continuing our partnership in 2012.  Thank you again for your 
support this past year. 

We will, as we always do, post all of the presentations and a 
full transcript from today's session on the Advisory Council's 
site.  We will send it out to you in the near future so you can 
have a link to that site. 

Our next meeting is scheduled for March 13, 2012.  Please do 
put that on your calendar.  We will send, in addition to a link 
to the site, we will send a calendar of our 2012 meetings out 
shortly. 

I would like to invite those of you on the call to consider 
doing, as our friends at McGraw-Hill and NIB did today, sharing 
your information, your resources, your knowledge and updates from 
your organization with the rest of the community.  And 
considering participation as a presenter in one of our up coming 
sessions.  So if you would like to do that, please be in touch 
and I'll send a reminder or two out about that. 

Quick reminder, look for our newsletter coming out tomorrow.  
We have a great interview with one of our employer members of 
GettingHired.com.  I remind all the employers on the call again 
that that's an opportunity for all of you if you would like to be 
featured in the newsletter.  When you get the newsletter, take a 
look at it, forward it and give us any comments and feedback you 
may have. 

Again, Happy Holidays.  Best wishes for the New Year.  Thank 
you for your support this past year and have a great rest of the 
day. 

(The meeting concluded at 1:30 p.m. CST.) 
***  
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