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>> LOU ORSLENE:  All right, good afternoon everyone and our sincerest apologies for running late today.  It seems to be one of those couple of weeks actually.  So I apologize to both the audience as well as to our speakers but thanks very much for joining us for JAN's quarterly effective Webcast featuring Dr. Robert Nicholas and Ms. Ronnie Kauder from the National Technical Assistance and Research Leadership Center otherwise known as NTAR.  Today's webinar will focus on Dr. Nicholas and Ms. Kauder's recently given report "Ready and Able:  National Partnerships with Employers".  Through collaborative approaches I'm Lou Orslene and I'll be serving as the moderator today before we start today's program let me just go over a few housekeeping items if any of you experience technical difficulties during the Webcast call us 800-526-7324 for voice.  For TTY 877-781-9403. 

We hope to have some time during the end of the Webcast to answer questions.  Which we may or may not have now.  You can submit questions, though, in two ways.  And we'll make sure that if we don't get to questions today what we'll do is we will get those questions answered and then we will send them out via e-mail.  But if you do want to submit your questions, you can send them in at any time during the hour, during the -- using the question and answer pod in the bottom left hand corner of your screen.  Please put your cursor on the line next to the word question.  Type your question and click on the arrow to submit the question queue or you can use our e-mail account the e-mail address is question@JAN.wvu.edu at the very end of the Webcast an evaluation form will automatically pop up on your screen in another window.  Your feedback will be used to improve the Webcast series so please stay logged on and fill out the evaluation form. 

With that said let me introduce our speakers today.  Dr. Robert Nicholas has a 27 year career with the New Jersey Department of Human services including three years as deputy Commissioner for operations and nine years as director for the Division of Developmental Disabilities.  He currently coordinates the research agenda for NTAR leadership center to promote leadership for increasing employment and independence of adults with disabilities which is based at the John L. Heldrich Center for Workforce Development at Rutgers University.  Ms. Ronnie Kauder was staff of the U.S. Department of Labor where she served as the department's primary representative to elected and appointed officials for Federally funded workforce programs.  She has also directed the operation of publicly funded career centers in the northeastern United States. 

She is currently a senior practitioner in residence at the John L. Heldrich Center for Workforce Development at Rutgers University.  



So let's begin our presentation.  Welcome Bob and Ronnie.


>> ROBERT NICHOLAS:  Thank you.


>> RONNIE KAUDER:  Thank you, Lou.  


>> ROBERT NICHOLAS:  Ronnie and I are delighted to have the opportunity to co-present this afternoon on a study that we authored with Kathy Crepsio of the Center for Workforce Development and Bob from the development of developmental disabilities this has 13 employer initiatives to hire and retain people with disabilities and common themes which drive their success.  We believe that has important implications for how we include people with disabilities as valued members of our nation's workforce.  



This afternoon's presentation will be somewhat faster than usual.  And you have full copies of the study.  And we hope that you have a chance to read it and we're always happy to respond with any questions that you may have on it.  This study is part of the research agenda for the national technical -- National Technical Assistance and Research Leadership Center and I would like to turn over to Ronnie in the second slide for description of NTAR.


>> RONNIE KAUDER:  Thanks, Bob.  



As Bob said we're very glad to be with you today.  We're just going to breeze through this because we want to get to the meat of the research we did but the NTAR leadership center as Lou and Bob said was established in 2007 with a grant from the U.S. Department of Labor's Office of Disability Employment Policy and it was created to build capacity and leadership at Federal, state and local levels to enable change that increases employment for adults with disabilities.  If we can move to Slide No. 3, please.  These are the guiding principles of the Office of Disability and Employment Policy.  It might look familiar to some of you who have worked with them before.  But I think what we're focused on mostly is the first one, increasing partnerships and collaboration among and across generic and disability specific systems. 



If we can move to Slide 4, please.  We just wanted to say what we hope to cover in around the next 40 minutes.  As Lou mentioned we will do our best to leave time for questions and comments in the last 10 to 15 minutes or so.  



We're going to talk about the research topic, the results of our literature review, exactly what our in-depth national research was.  And then our findings and we're calling them -- the report is called "Ready and Able" and that's our shorthand for referring to it and what some of the implications are for the future.  So if we can move on to Slide 5 and I'll turn it Bock to Bob.


>> ROBERT NICHOLAS:  Thank you, Ronnie.  The research agenda of the NTAR project starts with a fundamental premise that we believe people with disabilities can and want to work and that there's a growing body of evidence that shows that people with disabilities meet or exceed the performance of co-workers.  Yet we have been troubled by the continuing high unemployment rate for people with disabilities and especially high -- especially low workforce participation rate.  



We wanted to look at how we could make an impact on policy change that would change that scenario.  And our basic approach was to look at employer initiative and market-driven approaches.  If you can move to Slide 6, please.  We started our research on this study with a literature review and you can see some of the areas that we covered there with the literature review.  



We noted that the predominant research in the field around employers and employer perspectives on the employment of people with disabilities has focused on barriers to employment of people with disabilities.  Workplace culture and other kinds of things like that.  And we note that that's valuable in terms of how we address some issues in terms of the employment of people with disabilities.  But fundamentally we wanted to learn about success.  What does it look like when employers do want to hire people with disabilities.  And what makes those initiatives successful?  



And so we basically -- there is not a great deal of literature on this.  So we used a lot of non-traditional resources like trade journals and things that generally research wouldn't rely on.  But we found some very exciting things in those.  And that sets the stage for this study.  



Basically our literature review findings this is Slide 8, please.  I take that back.  Slide 7, please.  



One we found that there were a rich array of successful employer-driven initiatives.  Various types, big, national initiatives, small, local initiatives, single employer initiatives, multiple employer initiatives.  Initiatives that address the range of people with disabilities.  So we were certainly excited by that.  



We also noted a common theme.  And you'll hear this from Ronnie and I a lot this afternoon is the whole notion of the business case.  That means people with disabilities are adding -- the reason for employers to want to hire people with disabilities is that they add value to the company's workforce and positively affect the bottom line.  And we think that's so important.  Because that is a fundamentally positive perspective on the employment of people with disabilities.  And it gets us out of the molds of looking at benevolence and somehow the perception that somehow people with disabilities can't do the job as well.  



And thirdly, we noticed that invariably, regardless of the type of initiative, that the successful ones we saw had relied on local partnerships with workforce and disability specific entities to assist them with the employment of people with disabilities.  



So that led us to move forward with research on these partnerships.  What do they look like?  How are they structured.  How are they different based on employer needs?  And what do they do for employers?  And I would like to turn back over to Ronnie and Slide 8.


>> RONNIE KAUDER:  Thank you.  So this is -- we're beginning to now talk about what exactly we looked at.  What were the studies.  What were the promising practices that we looked at.  What types.  And as Bob said there were a number of different types.  First we looked at large national companies that organized partnerships with local service agencies.  Bob will talk about it in a few minutes but Walgreens was one example.  Lockheed Martin was another of what we looked at.  The second type industry specific or sector initiatives that used intermediary to coordinate multiple employers within an industry and multiple service agencies in some cases.  



So one we looked at here was an initiative that was in the banking and finance sector where JVS, Jewish Vocational Service, was intermediary.  The third type we looked at staffing companies that coordinate outreach and disability services and they have multiple employer customers and they provide these customers with qualified employers the largest one we looked at was Good Temps which is an initiative of goodwill of greater New York and northern New Jersey.  If we can go to Slide 9, please.  The fourth type we looked at were national intermediary organizations that connect employers with students with disabilities in higher education and there were three of these that connect multiple employers and multiple institutions of higher education.  



The fifth time were local networks such as Chambers of Commerce that assists multiple local employers to recruit train and retain employees with disabilities and this and the staffing service one both focused very much on smaller employers.  And lastly we looked at local organizations that foster and promote relationships between employers and service providers and here we looked at disabilityworks in Chicago and the Oregon Business Leadership Network.  If we can be go to Slide 10, please.  



So this gives you what all of the profiles.  As we said, we looked at large -- the large national companies.  We looked at the Walgreens distribution centers in Anderson, South Carolina and in Connecticut and at Lockheed Martin seamless transition program which predominantly targets returning veterans.  Then we looked at international Association of Jewish Vocational Services, three of its affiliates that all work with the financial services industry.  We looked at under the staffing companies Good Temps and Manpower in Albuquerque, New Mexico next slide please for the national intermediary organizations as I said we looked at three.  The first is the national disability and business councils emerging leaders program.  The second the Career Opportunities for Students with Disabilities.  And the third was Lime Connect.  And some of you may have had contact with one or more of these. 



For the local networks we looked at the New Bedford Chamber of Commerce employment network we looked at the Pittsburgh start on success program which primarily works with young people.  And the Cincinnati Ohio and replication sites of projects -- the project search model.  



Lastly as I said we looked at disabilityworks in Chicago and throughout Illinois.  It's actually gone statewide.  And the Oregon Business Leadership Network which at the time we profiled it was in Portland and throughout Oregon it actually does not exist anymore.  But we will cover some of the highlights of what it did when it was in existence.  



And as you can see, these examples are drawn from all around the country.  And are targeted with all kinds of employers and all different types of people with disabilities it's not just one particular focus.  These profiles show how all different kinds of disability, people with disabilities are getting jobs and you know with different kinds of intermediaries and different types of employers.  



So if we can move to Slide 12, please.  



So after we looked at the 13 case studies I guess we looked at the common threads running through all of them.  And we ended up calling these Ready and Able findings.  And the first one as Bob alluded to just a few minutes ago was that employers respond to the business case what we're calling the business case for employing people with disabilities.  



And the business case has been a theme for many organizations over the last few years.  For example, earn works which is an initiative founded by ODEP is a business case.  Several network affiliates some of which are in this report have also developed a business case so it's an increasingly familiar theme what we mean by this Bob said is we mean it's a way of looking at people with disabilities as adding value it's the business case -- what somebody said to me it's the business case not the charity case so those are kind of the extreme views.  Although I think there are lots of in betweens.  And by workforce supplying organizations, if we look at No. 2, the innovative collaborations with and between workforce supplying organizations facilitate the hiring by employers.  The hiring, training and support of people with disabilities. 

Workforce supplying organizations we have included generic employment and disability employment systems as well as service providers and staffing services.  So all of them supply workers to employers.  



No. 3 was that collaborations ensure that workers are qualified and productive.  And we'll look at this a little bit more.  And that successful collaborations nurture and reward leadership, as well.  



So we're going to explore each of these Ready and Able findings in greater detail and we'll give you examples from our research.  



If we could move to Slide 13.  



So the first one as we said is employers respond to the business case.  And what this means is employees with disabilities have the skills need for the job that employers see employees with disability as meeting their business and workforce needs.  And very importantly that successful experiences with employees with disabilities increases employer openness to hiring, accommodating and retaining individuals with disabilities.  And fourth, that the most powerful marketing of this is business-to-business marketing of their best practices for employing people with disabilities.  



So it's logical.  You know.  The third point especially.  That success breeds success and good experiences increase employer openness.  And that businesses listen to other businesses.  



In one case that we profiled, one business learned from another about how to access the population of people with disabilities and this gives the practice great acredibility.  I will say that Bob and I since we did this research, we have gone onto do another type of research that builds on this.  And we have found that in a number of cases, the models used here, whether it's the Walgreens model or the project search model have been replicated in other places.  And in many cases with help from the originators of the model.  



And two of the profiles are of organizations, the disabilityworks in Illinois and Oregon BLN and they have very much focused on the business case in their efforts to facilitate these partnerships.  



If we can move to Slide 14, please.  And an example from research here is that I don't know how many of you have heard of Lime Connect.  But Lime Connect, this is one example where so-called what they call best of class companies such as Bank of America, Merrill Lynch, PepsiCo and target are partnering with Lime Connect to source talented students with disabilities for full-time internship and co-op opportunities.  And they say they put talent first, disability second.  



Lime Connect was founded by a former Merrill Lynch traitor who is a person who has a disability.  And Lime Connect works with companies to reach students.  And they say they are being smart, not nice.  



And just another item here is 2005 Minnesota state employer survey found that most Minnesota employers hire people with disabilities because the employers believe these individuals are qualified for the job.  That was 69% said they hire people with disabilities because they are qualified for the job.  And second, because it fits the values of the organization.  That was 20%.  



So if we can move to Slide 15, please.  Another example from our research is Good Temps which is a staffing service operated by goodwill of greater New York and northern New Jersey.  Good Temps business customers use temporary workers for business reasons to fill in for absent employees or temporary vacancies to provide extra support during busy seasons for times to staff special projects like all temporary services it's a service for temporary arrangements the businesses or agencies in which people are placed want someone who can do the job and Good Temps provides people with disabilities that can do the jobs and people say these employees are as good as or better than other staffing services they have worked with another example is Walgreens more than a third of employees at Walgreens new distribution centers in Anderson, South Carolina and Windsor Connecticut are people with disabilities.  

Mostly cognitive disabilities.  And these distribution centers are more productive than other distribution centers.  Walgreens wants to hire people with disabilities at all of its distribution centers.  



So it was a very successful experience.  And it has been replicated by other companies.  And I think Bob will probably mention that next.  



So if we could move to Slide 16.  And I'll turn it back to Bob.  


>> ROBERT NICHOLAS:  Thank you, Ronnie.  On the second Ready and Able finding is innovative collaborations facilitate hiring.  And this finding starts with a very clear notion that what employers are really looking for is quality employees.  And that in terms of the companies they recognize that people with disabilities -- and in some cases in really positive terms recognize the value of employees with disabilities.  



However, our disability services systems are really complex.  There are multiple agencies within each of the services system at the local level.  In some cases it takes two or three agencies to provide the full range of services that an employee needs to be able to meet a workforce need.  



And employers simply don't want to have to confront that complexity when they are trying to hire someone, a quality employee.  



So what we found was in virtual every case is that employers are looking for a single point of contact to coordinate assistance and support that they need.  And that entity varies among the various models that we looked at.  In some cases it's the VR system.  In some cases it's a disability specific agency.  Some cases it's the Chamber of Commerce.  So it varies.  But what it means essentially is is that there is somebody that they can lift the phone up and say:  We have 10, 15, 20 jobs that we're looking for.  And we need -- these are the skills that the employee needs.  



And that person will then coordinate all of the various supports that are necessary to prepare candidates for the positions.  The third bullet there notes that basically assistance is provided based on what the individual employers needs are.  What their HR policies are.  And these are tailored by -- the local agencies tailor their services in response to the employers specific needs.  



Fourthly, the partners organizations at the local level that are partnering with the companies, again, coordinate, support and technical assistance on disability specific issues.  So they are valued sort of technical assistance and supporters of the company.  And finally, local organizations provide outreach and access to job seekers with disabilities.  And finding out where mailing lists of people, service lists of people with disabilities who represent the big pool of potential resources for employees.  



Slide 18, please.  A couple of examples.  Ronnie mentioned the Walgreens distribution center initiative.  And I happen to have the opportunity to visit the South Carolina distribution center and the partnership that supports that initiative.  And it is an extraordinary, extraordinary experience.  That basically the distribution centers, the folks in South Carolina and Connecticut were built with the knowledge that the company had a 30% goal of all of the employees as of the development -- at the development of the distribution centers being people with disabilities.  And that meant a goal of 250 employees at the South Carolina center.  



And it's located in a relatively rural part of South Carolina.  So one big challenge to the partnership was, one, getting service agencies as far away as 30 miles into a partnership.  And then building -- building a transportation system.  There is an extraordinary effort by Walgreens in cooperation with the partners to develop a training curriculum to train people for quality jobs, skill jobs, at the center.  And the people with disabilities have the same expectations.  And they have -- as their co-workers with -- who don't have disabilities.  And these lead to quality jobs with benefits, which is quite an accomplishment.  



But again, this has been so successful, this distribution center is 20% more efficient than the other distribution centers and their older distribution centers.  And other companies such as Lowe's, Sears, Kmart, Best Buys have all picked up on this and have crafted their own initiatives in their distribution centers.  So it's something that business to business has been replicated.  



The New Bedford Chamber of Commerce has a project where the chamber serves as an intermediary between lots of -- actually 250 member employers in the area so that this single point of contact is a resource for each of what are in many cases small businesses to be able to access people with disabilities.  And the Chamber of Commerce is able to work with the provider network in the area to respond to employment opportunities at member employers.  



I think this goes to highlight the value that Chambers of Commerce can play in responding to employer needs.  



Slide 19, please.  Another example is career opportunities for students with disabilities.  Which is an organization, national partnerships, of 600 colleges and universities.  And 500 national employers that provides employers access to qualified college students -- college graduates with disabilities.  



And basically there is a -- something called a gateway, which is a posting of resumes by students with disabilities in their senior years and also a posting of jobs by the participating employers.  So there's a connecting process that goes on there.  But there's also a very important thing called student summits that they hold which are summits of students and employers that basically get the students to know what employers are looking for.  And employers get to see the valuable assets that these students can be.  



So that's been an ever-growing process.  And the employers told us that basically this is their primary hub for recruiting college students with disabilities.  



The next Ready and Able finding, Slide 21, please, is collaborations ensure that workers are qualified and productive.  And what this essentially means is that these local partnerships are developing and implementing training programs that give people with disabilities the skills they need to meet employer workforce needs.  And these are very specific workforce needs.  And very specific skills.  



And the VR system and disability specific systems and the veterans VR systems all have skills in terms of being able to train people with disabilities in their own way to be able to do jobs.  But this partnership makes it possible for these skills to be focused specifically on employment needs.  



We also point to something we think is really, really important here, which is that where we saw considerable positive examples of internship opportunities and mentorships for job seekers with disabilities -- and this is another growing phenomena and growing resource in terms of how to prepare job seekers with disabilities for jobs of employers that want to hire them and finally this last point which is very significant.  Many people -- job seekers with disabilities need some level of ongoing supports and accommodations for job retention.  And these partnerships basically are there.  You know, it's an ongoing partnership.  It's not just:  Hey, we got five or ten or 20 people employed.  They are successfully on the job.  We'll see you later.  



It's like they are there.  They are there to support the employee.  They are there to support the employer and employees in terms of job retention.  



Examples from our research, Slide 21, please.  Are the Jewish vocational services financial career pathways initiative where three of their local affiliates were working with local banks to develop curriculums that made it possible for people with disabilities to do jobs in high demand in the banking system.  And this is a rich example of a local provider basically collaborating with banks to find out what their specific skill needs are.  And then translate that into how they train people with various types of disabilities to achieve those skills.  



Secondly is the start on success program in Pittsburgh and start on success is a school to work transition model that was developed by the national organization on disability in this particular situation in Pittsburgh which is a very successful model, the program is coordinated by the Pittsburgh public schools in partnership with VR, the workforce Board and a range of local employers.  And students with disabilities in their final year they are in paid internships at local employers, which gives students the opportunity to become acquainted with what employment is about.  In general.  And what the demands are within that employer which they chose.  And it gives the employer the opportunity to assess the students to do specific kinds of training so they will have the skills.  



And the goal is for the employers to hire the people, hire the students, when they graduate.  



And as you can see in the slide, their high school graduation record of students in this program is extraordinary.  97%.  And they also have an extraordinary employment rate which means that 80% of the people are employed or in post secondary education three months after graduation which is way geometrically higher than the national averages.  



Slide 22, please.  We also had Lockheed Martin who has the we'll call it the staff program where they have two-year registered apprenticeships in their supply training management wing.  And they do this in partnership with the U.S. Department of Veteran services, VRE program, Walter E. army hospital and the wounded warriors program in terms of outreach and identifying wounded veterans who are interested in working in this -- for this company.  



And again, it's a partnership.  But in this particular situation, I think that the crux of it is apprenticeships that lead to career level jobs.  So it's not just entry level.  These are career track jobs.  



And finally, the manpower in Albuquerque, New Mexico which was a very rich profile but there was a need in the technology area for electronic assembly people and basically they were unable to hire qualified people.  So Manpower partnered with the VR agencies, the workforce system, and the local community college to develop a process for recruiting people with disabilities.  And then training them at the community college for the skills that these particular companies needed.  And over 50 people were trained and had very different learning needs.  And so this is a rich story about adapting training to not only meet the needs of the company.  But also different types of training based on the person's disability.  All of whom -- all of which ended up with people getting the skills they need for these jobs.  



Finally it bears noting Project Search which is an extraordinarily important and one of the first employer driven initiatives which started at Cincinnati Children's Hospital.  It's a school-to-work transition model where students again are doing in their last year of school are actually located at the employer site.  And this started in the hospital system.  And the initial replications -- replications of it were in hospitals.  That has now jumped sectors and has been replicated in over 150 sites.  But students are actually in their last year of school go to the employer sites and receive some classroom training.  And then they do rotations through various jobs at the employer site.  



And again, we have an opportunity for students to ease into the demands of the workplace.  And to learn various types of skills.  Know what they want to get the employer seeing what the person can do and how that person can meet their workforce needs.  And this has been extraordinarily successful.  And at this point in time states throughout the country all have project search initiatives to replicate because this is such a rich opportunity for jobs.  



I would like to turn it back over to Ronnie and Slide 24.


>> RONNIE KAUDER:  Thanks very much, Bob.  So the fourth Ready and Able principle is that -- as you would expect in every case, there were people who stepped forward and played leadership roles.  And these leaders came from every sector.  Private, public and non-profit.  If we can go to Slide 25, please.  The these are some examples with high-level leadership.  Disabilityworks in Chicago.  Corporate leaders from major national corporation serve on the Board and support disabilityworks.  And this validates the programs and initiatives as valued resources to employers.  And it confirms disabilityworks as a partnership provider that gives valuable assistance to corporation.  



Another example as we've mentioned a view times is Randy Lewis and Deb Russell from Walgreens who have made presentations around the country about the Walgreens initiative.  They deliver a sound message that this is the best thing we've ever done.  Brenda Moore from the Connecticut voc rehab agency and Dale Thompson from the Anderson disability and special needs Board are examples of public sector leaders who worked hard to make these partnerships work and kind of went above and beyond kind of their everyday jobs.  If we can go to Slide 26, please.  



Again, the examples of the Oregon Business Leadership Network, which is no longer in existence due to funding changes.  But they cultivated and promoted leadership through education, training, and awareness.  And project search is another leadership model.  Erin Riley of project search developed both program and the licensing agreement that is now used in more than 40 replication sites in the U.S. and Europe.  So it's another leadership example and I do want to mention Karen McCullough's name she was the founding disabilityworks executive director in Chicago if we can move to Slide 27, please.  So in summary we believe that these Ready and Able profiles are a story of mutual success meaning they have resulted in expanded employment opportunities for people with disabilities.  They have offered an underutilized source of valuable employees for employers. 

And they have provided opportunities for public and non-profit organizations to be trusted, reliable partners that deliver results for people with disabilities.  And employers.  



If we can move to Slide 28, please.  Bob these are some implications for the future.


>> ROBERT NICHOLAS:  Thank you.  Well, we will run through this quickly although we as I said earlier believe that there are important implications for how we structure our processes for providing employment opportunities for people with disabilities.  But for starts, on Slide 28, we think that it's really important that states develop processes for supporting employer-driven approaches to hiring people with disabilities.  Looking at things from the employer point of view and making it easy for the employer to access supports from the public sector and provider organizations.  



Slide 29.  We further think that there needs to be further integration of workforce efforts between the workforce system, disability specific employment and the range of disability specific employment services so that again, they are easier for employers to collaborate with and there is much less siloing of the various kinds of supports for people with disabilities to be employed.  



Slide 30.  Further implications for the future.  We think that internships and apprentice apprenticeships really provide rich new opportunities for people with disabilities to be prepared for job sets that are available and are in need in the workforce system.  And these we think will only continue to grow.  



Slide 31.  Finally, we think that fostering these collaborative relationships, fostering partnerships at the local level is going to be a key piece of the effectiveness of workforce and disability specific service organizations.  And so we need to build in flexibility so that services are not one size meets all.  Services need to be tailored to meet each employers workforce policies and workforce needs.  



And back over to Ronnie.


>> RONNIE KAUDER:  Thank you.  And again, there are a few more implications for the future.  This is for business-serving organizations and employers.  And of course many of you on this call have recognized this already.  That people with disabilities are a valuable resource to meet employer needs for a reliable and skilled workforce.  



And by this we mean business-serve organizations such as Chambers of Commerce, trade associations and business leadership networks as well as employers themselves.  Have to recognize how valuable people with disabilities are as members of the workforce and as we have shown the greater the exposure, the greater that recognition.  If we can go to Slide 33, please.  



And we would hope based on our research that business-serving organizations and employers would follow the lead of some of these partnerships and collaboration profiles in their research and seek out responsive organizations that can help them meet their workforce needs by including people with disabilities.  These could be public, non-profit, or private organizations.  



And that -- with that, that is our presentation.  And we have just five minutes left.  If we can turn it back to Lou.


>> LOU ORSLENE:  Sounds good.  Thanks very much, Bob and Ronnie for your research and also for this wonderful report.  There's just excellent models that are highlighted there which I think are replicable and very helpful for our audience to hear about.  



We do have just a few minutes for questions.  So what I'm going to suggest is please, if you have any questions out there in the audience, you can send them in to Question@JAN.wvu.edu or use the question and answer pod at the corner of the screen, please.  Either device if we don't get to the questions this afternoon then Bob and Ronnie have been gracious enough since we were having technical difficulties in running over that they will also answer some questions and we can either post them online or send them out in e-mail.  There are a couple of questions who have come in.  So I will offer you those questions.  



There's a question:  What element of the business case do you think resonated most with businesses?  Were there any indications of this in your research?  


>> RONNIE KAUDER:  I'm going to answer this first and I'll turn it over to Bob.


>> LOU ORSLENE:  Okay.


>> RONNIE KAUDER:  I think the element that resonates most is that the person has the skills for the job.  


>> LOU ORSLENE:  Okay.  


>> RONNIE KAUDER:  You know that's the basic point.


>> LOU ORSLENE:  So they are qualified.


>> RONNIE KAUDER:  Any type of job and any type of person with a disability.  But the most important -- I think the most resonate part of this was that the person has the skills for the job.  


>> LOU ORSLENE:  Okay.


>> ROBERT NICHOLAS:  I agree.  And I think that's at the heart.  And I think that's different than perhaps it's been in the past where there's always been -- initially it was sort of we were sort of accepting the notion that people didn't have the skills to do the job but we ought to hire them anyway.  And that's I think -- that's the really uplifting message here is that that's no longer the case in many, many companies.


>> RONNIE KAUDER:  Yes, I mean that is what we heard as we went out and talked to employers that had hired people with disabilities.  


>> ROBERT NICHOLAS:  So I think a piece -- a side thing of that is that people with disabilities, the reliability especially in comparison to the general workforce of people that are being hired off the streets, the reliability factor is something that adds value.  


>> LOU ORSLENE:  Okay.  And I think your report brought up one of the challenges that I know that we have heard of a number of times, particularly from Erin Riley at project search and that is you know you have businesses that are approached by multiple providers.  And I know one of the -- one of the solutions of course is that point of contact.  But who -- have you seen successful examples of how that is done?  What kind of intermediary group could actually coordinate the services of a number of other providers?  Or do you find that at times businesses are creating their own point of contact you know internally having a subject expert there internally to deal with these multiple contacts?  What do you think is the most functional solution to that problem.


>> ROBERT NICHOLAS:  I'll start and turn it back over to Ronnie we did see rich examples of the single point of contact and we did also in our second study where we followed up on some of the replications of the primary model.  



So for example, this fella that was actually he was in Ronnie's part of it who is one of my heroes in the world, Dale Thompson who is the head of the special needs Board in Anderson, South Carolina and was the key point of organizing the partnership that supports the Walgreens distribution center there, you know, when I met with the diversity officer from the distribution center, she said, you know, if there's some issue with anything that goes on with anybody from any County or whatever, I call Dale and he deals with it.  And so it's a one-stop call.  You know, I just call Dale.  That's quoted in the report.  



Likewise is that there is another impressive lady named Joanne Logo from the New Bedford Chamber of Commerce and that's what she does.  If one of their 250 member employers is interested in hiring somebody, they just call Joanne.  And she works with the provider agencies.  And finally when Lowe's in Pittston, Pennsylvania when they did their initial we call it the Walgreens replication.  I think they would say that.  But it's a little bit -- they put their own spin on it.  But they started with establishing the local arc as the single point of contact.  And the relationships with all of the other service providers were all coordinated through the arc.  So they just call the arc Executive Director if they have any issues at all.  If they have a question.  They need some supports.  They hear a new way we're calling our new policies we're implementing, whatever the issue happens to be, the arc deals with the local service providers. 



So they recognize that.  And that was a really important part of Lowe's model was having a trusted single point of contact.


>> LOU ORSLENE:  Great.  Great examples.  Hey, if I could just offer one more question.  And then we'll go offline with the remaining questions.  We had someone ask:  The various models that you all researched, have they worked with a variety of disability, specific disabilities?  And what severity of disabilities?  Was there a mixture of disabilities?  


>> RONNIE KAUDER:  Definitely.


>> ROBERT NICHOLAS:  Absolutely, yes.  Because obviously the college students with disabilities are different than the students -- than the job seekers with intellectual disabilities that Walgreens was hiring or you know -- and again the Manpower example they had one class of people who were deaf so they had a totally -- they had to totally create a training curriculum in sign language and create new words for some of the technical terms.  They had other people who had physical disabilities.  They had a third class of people who had learning disabilities.  And the curriculum had to be adapted to be able to serve.  That was just one project.  



So we saw the range of that.  And one of the things we -- one of the reasons why we went in the direction of structuring this by the Ready and Able findings is is that regardless of who -- the types of disabilities that people had, these same structures were working.


>> RONNIE KAUDER:  Yes.  


>> LOU ORSLENE:  Great.  


>> RONNIE KAUDER:  Yeah, I would agree completely with what Bob has said, yes.


>> LOU ORSLENE:  Well thank you very much Bob and Ronnie, we really appreciate your time again and your research.  Thanks very much.


>> RONNIE KAUDER:  We appreciate the opportunity.


>> ROBERT NICHOLAS:  Thank you.


>> LOU ORSLENE:  And you know what, also, I think what I'll do is we're going to post information, we'll post the rest of the questions.  And you know I'm curious myself about your latest research.  So if there's anything that you can offer us with that latest research, too, we can post that and hopefully we'll have time to do another Webcast and purview your latest research so thanks very much again.


>> RONNIE KAUDER:  Thank you very much.


>> LOU ORSLENE:  Well that's all of the time that we have everyone if you found today's event valuable please check our web for future Webcasts please stay logged into the Internet until you complete an evaluation form.  Thanks very much for attending.  This concludes today's Webcast.  
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