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Kim Sullivan:

Thanks Maria.  Well, we have the great pleasure of being the last session of the day.  So our job is to keep you awake and get you out of here on time, right?  And actually I’m going someplace fun, I’m going to Las Vegas, I am catching a flight out of Cedar Rapids, so you better believe you will be out of here by four.  (Laughter)  

I do work for the National Results Council.  My name is Kim Sullivan.  As Jim and John talked with you earlier about, the National Results Council is about results; hence the name, National Results Council.  So when I thought about supported employment the next generation, I thought well, let’s look at the results.  What does the future of supported employment [audio cuts out]. Let’s look at what we know.  Let’s look at what we’ve learned.  Maybe what we have learned from other programs that serve people with barriers to employment.  And that’s what I would like to focus on today is some of the work that the National Results Council’s been doing, in terms of looking at two different approaches to helping people who are on welfare get into work.  Those two different approaches are Customized Training, that approach, versus a Work-First approach.  I am going to provide you with the details of that study at the end of our presentation.  But just as a quick preview, I wanted to share the two sort of main things.  

One and this has been talked about throughout the day, and probably is not going to be a surprise to any of you, but skills training.  Skills training we are really seeing as a key to career laddering.  That’s the first thing and the second is those training programs that have been most successful, work very closely with businesses.  So, businesses are really a key in making successful training programs work.  With that, I’m going to hand it off to Rob, and Rob’s going to speak to you more about how to work with businesses. 

Rob Hoffman:
All right, this is great.  I don’t know which I like better, the last presentation of the day, or the one right behind lunch.  But anyway Pat thanks for giving us our choice in that and choice is good, right? 

I am going to talk about business partnerships, and I think in my bio that was read or my obituary, I am not sure how you got that long of one.  My experiences working with business came from kind of establishing the Wyoming Business Leadership Network, and it’s been up and running almost five years now.  The information I am going to share comes from lessons learned and also from a lot of input from businesses.  As we go through, I am going to go through kind of quickly, but I would be happy to give you my phone number or e-mail if you want some more information on this.  

I want to start off by looking at understanding and serving our other primary customers.  When you look at kind of our traditional roles as the employment agencies, which is what we really are.  On one side, are primary customer is job seekers, correct?  We do career planning, job development, employment supports, long term supports, continued career development.  As anybody who is in here is an employment specialist, you know you wear a number of different hats.  And typically when we join our organization these are the skills that are taught, right?  This is our orientation: our primary customer is the job seeker, the person with the disability or the barrier to employment.  I think we do a real good job.  In my travels around the country I think more often than not we serve job seekers very well.  On the other hand, I’m not sure we’ve paid enough attention to our other customer, which is business, who is ultimately on the receiving end of our services.  We haven’t necessarily paid enough attention to that.  So, today I’m going to kind of talk about businesses as the customer, and our responsibility to provide information, education, qualified applicants, consultation and support and then developing those long-term relationships; much like we do with job seekers.  And then, at the bottom it would be ultimately the outcome as job and career opportunities.  

Three points to business partnership strategies.  One is embracing the role of an employment consultant.  I will talk a little bit about that.  The second is understanding the business perspective on this whole disability employment, you know the services that we provide.  Then finally, I’m going to wrap it up with some partner strategies that you guys can use.  

Creating partnerships with the private sector—a lot of times when you’re hired on and people will say, I am going to talk about the direct-care folk, doing strictly job coaching or job development.  They don’t necessarily put themselves in a consultant role, especially people that are hired as job coaches.  They say, “I am just here to train,” and not necessarily deal with the relationships and whatever.  What I am saying is that it is totally different, it is everybody’s responsibility to develop those relationships, so maybe you have to take off that hat of calling yourself a job coach and look at yourself as more of a consultant.  That means that you are a consultant not only to the new employee who happens to have a disability, but also to the business.

So three areas on that as a consultant.  We don’t confuse the goal of placement with the overall purposes of our programs.  Today we have seen a lot of numbers.  And even with some of the results and what we’ve heard from Voc Rehab.  They are interested in numbers and placements, and billable hours or services.  Sometimes I think we get more caught up in that then we do really kind of looking at the overall purpose of our program, which is to support people in getting jobs and developing long-term relationships with businesses that don’t result in only one job, but many jobs to come.  Does that kind of make sense to you?  In the back of my mind I think what we need to do is understand that our departments have to meet placement numbers and we have to bring in a certain amount of income, but we also got to focus on how long our programs going to be around.  

Second, it requires us to embrace the role of a consultant rather than out of a classic sales person.  When I look at this and see job developers our there that are, believe me, I have had a number that used guerilla tactics, and ok they may have gotten the job, but it was basically because the employer said, “okay, I’ll give the person a job if you never come back here.”  Right?  So, it was the sales approach and they were great at doing it but it would only one job, it wasn’t the whole works, the long-term relationship.  It also emphasizes the equal exchange of resources and opportunities between the job developer and the employer.  I am going to talk a little more about kind of education portfolios and the more that I have visited with businesses, the more I’ve known about how much information that we keep to ourselves.  A quick example is, for example, job analysis.  We do those primarily as a training tool to break down the job and we hardly ever give a copy of that to the employer.  And when they see those they go absolutely nuts.  They ask, can I have a copy of this? And with our BLN we charge $250 a pop for them.  Because, they helped train anybody, not just people with disabilities.   I have to keep going, right?  How am I doing?  

The general purposes are to improve the purposes of our programs. Right?  To improve the overall qualities of life through increased community-based employment, to serve the general community through expanded opportunities for job seekers, become valued productive members of their community.  And this third one gets more to the business partnerships, and that’s to offer services and resources, which contribute to the business communities’ overall growth and prosperity.   I think we need to look at that one.  I don’t think necessarily we’ve considered ourselves as maybe the economic development force.  But I think if you talk to economic development, agencies and they understood how many potential job candidates are our there, we become a force in that.  We have a pool of applicants out there, so we can actually end up leveling the playing field.  

Some points to remember: Adding to the well-being and prosperity of individual businesses must be as important a mission to the job developer as any other goal or purpose.  Keep the employer’s best interest in mind.  Our role is to help employers make a good decision, not to convince them that utilizing our services is the best decision.  I think this next quote from Richard Penmental kinds of sums that up. It says “I learned a long time ago that employers don’t have to hire people for my reasons; it’s enough that they hire them for their own reasons.”  That’s my favorite quote, because I think we oversell too many times when we are developing jobs and promoting people with disabilities that we end up making it probably a little more blurred than necessary.

The business perspective, that’s the second bullet on that.  Here is a quote I paraphrased from the chair of my business leadership network in Wyoming, who said, “In my opinion, you guys have made employment a disability issue.”  I thought that was pretty profound.  During this discussion, I said, “well, what do you mean?”  Then he started talking about red tape and then he started talking about disclosure. Then he talked about weekly reports and weekly follow-ups and job coaches with clipboards.  And you know, he said, “you know simply, if you guys did your job, and knew your customer and did good job matching; all I simply want is for somebody to come in and do the job.”  He said, “you call them supports, I call them a pain in the you-know-what.”  And then also he says, “they come in and they promote that we will do the training for you” and that really offends them, because he says, “are you saying that you know my business better than I do?”  So maybe we should be a consultant and support them in the hiring and the training process rather than come in and “we will do it all for you.”  

We held a number of focus groups when I was starting BLN’s throughout Wyoming and Colorado and South Dakota, just got one, is just starting one.  And I wanted to list the top, well there are six, but we ended up five.  I will talk about the last one in a minute.  The top five issues that employers have.  It is interesting when I do a two-day training on business partnership strategies, I have the people in the human service field list their top five issues thinking of what employers would say, then I put these up there, and rarely, do they ever match.  So, I thought I would just share this with you to kind of show you what businesses are saying.  First of all, uncertainty and ignorance; ignorance in a good way.  “Hey, we would like to hire people with disabilities, but we don’t have the expertise that you do.  We don’t know about.  We are ignorant about the support.  Now that this new ADA thing came out, right?  It’s the interview process, what can we say, what if someone self-discloses?”  They don’t have the information.  Secondly, the red tape.  I alluded to that earlier.  A lot of times I think we make it a hassle, the whole hiring process.  Competing agencies:  I thought that was a good one, too.  Well, you go in there and they say “we tried that with such and such,” and it is like well…you know they stink, but we are better because we do it this way.  They don’t necessarily like that.  Under-qualified applicants.  We are not doing our homework.  We are not doing good career planning or information gathering and we are spending time developing a job, and resources, developing a job, just to set someone up for failure and set the business up to fail with that certain thing.  

This last one I thought, it was just a quote from a gentleman he said, you know this isn’t an issue, but it’s kind of what I liked about having business management teams or business leadership networks; was the fact that it was a safe place to speak freely about these and other issues.  What they said was typically they’ve been brought into focus groups, but they don’t know what is politically correct.  For example, I used “handicapped” once and three people just started yelling at me, and I am thinking, “That’s real conducive to getting information.”  So they were saying they liked the idea of doing partnerships or business management teams or BLNs to where they don’t have to be protected about what they say.  They can get the issues out on the table.  

The education piece is real important, because when I first started the BLN in Wyoming it was under a small grant through a DV planning council.  The premise of the grant was basically when we had interviewed job developers and employment specialists out there we said, “you know what is the biggest barrier to getting people with disabilities employed?”  The reoccurring theme was employers are afraid to hire people with disabilities.  Well, I disagreed with the afraid part, but I kind of agreed with that ignorance and uncertainty part.  And we wrote the grant with the premise saying, what if we provide education and training on the front end to employers, rather than waiting until somebody’s placed and then going in there and doing some diversity training, or accommodation training, or whatever.  Our whole BLN was started on the purpose of educating employers and through this we increased awareness on disability employment issues and strategies.  When we did any type of diversity training or disability awareness.  I did the disability training one time, got about half way through it, cut it short, I felt so pretentious.  Talking to a bunch of employers about what it was like to experience a disability.  Immediately I went back to the office and hired three people with disabilities to do that training and it went over like a hit.  So, with education, a chance to promote our agencies, explain services, and opportunity to explain the benefits of using our employment agency.  I think sometimes we are not the best of saying you know, “why use us” or whatever.  I think we have to portray ourselves more as an employment agency because businesses are real use to using temp agencies or head hunters or anything like that and that’s what we are.  So, we have to start portraying ourselves.  

Qualified applicants. I don’t know if you can all see that [laughter erupts from audience],okay, it’s on TV.  What I just put up there, “It’s hard to find good help these days”, and it’s a quote by some employer, somewhere, any given day. And the Taco-Bell says, “now hiring all shits”.  So maybe it is hard to find good help, but we will move on from that one (laughter from audience).

Okay, qualified applicants: when they said we are sending under qualified applicants.  And also I think there was another point the employers make is they say, is where are these candidates.  We can talk to any job developer saying, “you know I am out there everyday,” but apparently you know, we are still missing some employers.  So what you need to do is, well, first of all we can meet increasing human resource needs.  I know the economy has gotten a little bit tighter, but there are still jobs out there, and they’re still hiring, so, you know, we can’t use that excuse.  We can meet specific needs employers may have through job carving, job restructuring.  And that’s expertise we have that maybe your typical HR manager or managers or other supervisors don’t’ have to come in and break down a job and actually carve and redistribute the tasks and also make it a cost benefit for them.  And then make is easy for employers to access your customers.  We set up a program called “Ability Depot.”  It was simply all of our job developers.  Within each community that there was a BLN would walk around with a folder that had a fax cover sheet and a job order form.  We put it on a disk with Word and WordPerfect, and gave it to every HR person and said if they have a job opening, simply e-mail or fax it to us.  What we were asking through the BLN was just give us 24 hours before you go public with this job.  Then we would simply, once it came into our office, we would fax it out to all the other offices and make sure that the minimum qualifications were there and then we would send candidates.  They said that this is the easiest thing.  Our temp agencies don’t even do this for us.  So set it up that way.  You know you have to make it easy to get hold of you and not wait for the job developer to knock at the door.  

All right, I think I am about done.  Business partnership—the development process:  what I would do is—if you have a business advisory committee or business management team, and I know that Iowa is pretty active with the BLN who hosted the summit this year which was, I think one of the best ones yet, out of three.  What you need to do is pull together those core group of employers that love you, to begin to talk about this.  What you are going to ask is, “What are we doing right? What are we doing wrong?  What can we be doing better?”  They know the business community better than you do.  They know what the climate is.  They know what businesses are moving in, moving out, those types of things.  So you just have to facilitate a discussion on how to meet their needs.  I think you add to that discussion on how they can meet your needs.  Because we are brining something to the table.  Education to qualify the applicants, correct?  So we should be even at the table.

Develop an employer service portfolio: looking at education you could do diversity awareness, ADA and the interview process, return to work strategies, job carving, task management.  You could put together a portfolio that you could go out and do training with employers pretty simple with the knowledge that you’ve already got right now.  Implement and revise:  I think that is the biggest thing, too.  You can only do so many of those training’s before they get old and the information gets old.  Your portfolio has to constantly keep going on with the business climate.  Keep changing it.  

These are the last two slides, I wanted to just kind of make it easy for you to understand how we can come to the plate and work with businesses on an even keel would be to look at, businesses need applicants.  They need expertise in the hiring and supervising people with disabilities, and they need education and information.  On the far right one it’s employment organizations.  We have the applicants, we have the expertise, and we have the ability to provide education and information on disability and employment.  But on the other hand, if you look at employment organization, we need jobs, we need the expertise, and we’re going to talk about some of that coming up, the training.  And then, we need marketing, and if you look at businesses they have the jobs, they have the expertise and they have marketing.  And I can say right now, the best job development is done by employers through peer marketing.  You can have the best job developer out there but when another HR manger talks to another HR manager and says, “This is good business,” it will open doors much quicker than us beating the streets.  I think that’s it for me.

Kelly Matter:

Thank you.  As we said earlier I am Kelly Matter.  I work with Goodwill Easter Seals in St. Paul, Minnesota.  We serve a large portion of the state of Minnesota providing employment and training programs.  Goodwill Easter Seals in Minnesota has been around for over 80 years.   While most people we still battle this, while most people still think we are about retail stores, our mission has always been serving people with barriers to employment.  If we do nothing else well, we work hard at getting people prepared for employment, trained for employment, get employment, keep employment, and advance in employment.  If we can hang our hat on anything it’s that, those pieces.  In that vein about ten years ago, we made a conscious effort to work more with and for employers.  We are no longer a Sheltered Workshop.  In 1989 we closed our very traditional Sheltered Workshop and just did work at Goodwill Easter Seals to run our business of retail stores and rehabilitation.  But we were still training people in-house, in the warehouse and the cafeteria and the store, etc. for jobs that they could then move into in the community.  We weren’t talking with employers.  We weren’t saying, “is what you are doing meeting your needs Mr. employer?  Ms. employer?”  So about ten years ago we made a conscious effort to talk to employers; find out what were their needs for trained, qualified applicants in positions they had readily available.  So we started that initiative because it worked for us, it was close to home in the retail industry.  

We have been developing skills training programs as I mentioned, for the past ten years.  We started our first program was in retail skills.  We developed an automotive skills training program, construction skills training program, bank skills, and our most recent is in the financial services industry.  We started with a retail skills training program.  Our business partner was Target.  Most of you probably know Target.  Target is based in Minnesota.  They are known for their philanthropy and being a good community employer, etc.  So, we started with Target.

Ten years ago was in the days of where we had to kind of ask, “so what do you think about working with us?”  “Do you want to do good things for people with us?”  That type of thing.  We weren’t demanding much from Target, other than to work with us, to find out what their needs were and see if we could put together some type of a training program.  So Target did.  They worked with us while we developed a training program with and for Target.  We train now at seven different Target locations in the metropolitan area as well as in three more rural areas of the state of Minnesota.  We have a twelve-week curriculum skills based training program [audio cuts out] training at Target at Target stores.  Are participants wear the red and khaki.  You wouldn’t know they were a person with a disability, or a student, or someone leaving Welfare to Work, etc.  They look like every other Target employee.  In this program we do primarily serve transition age youth, however, because the outcome in retail, as we all know is more, it tends to be more part-time jobs, entry level jobs, lower wages.  It is a very good first job for anyone.  So, we do serve a large number of high school transition age students looking for their first job.  The outcome at the end of this twelve-week training program is employment in the different areas listed:  retail, food service, grocery, cashier, stock, and customer service.  

One thing I didn’t put on my slides, but I am going to mention because I think it would be of interest to you is, “how do we fund each of these programs.”  Are retail skills training program, each is funded as diverse as the next.  At our retail skills training program we do fund with rehabilitation services, fee for service.  We have contracts with about nine different school districts to offer retail skills training.  We do rely on our business partner, Target, to support this program financially.  We do receive some corporate and foundation grants.   We are able to write this service into other federal grants that we operate.  We have a HUD Homeless grant and a Department of Labor grant as well.  

Our automotive skills training program was the second program that we developed.  It has evolved over time.  I am only going to talk about it in its truest and newest form.  Our automotive skills training program we developed, we developed a relationship with the Lake Street Council, which was one of the best things that our organization did.  The Lake Street council is made up of about a thousand businesses in South Minneapolis, in and along Lake Street, which is in Minneapolis and South Minneapolis.  There is a thousand businesses in that area, located in one of the poorest neighborhoods in Minneapolis.  While Minnesota had a less than 1%, or hovering between 1%-2% on employment rate, in the neighborhoods where these businesses are located, unemployment would be as high as 20%.  People that lived in the neighborhood were not getting connected with businesses in their very own neighborhood.  Welfare reform came along requiring people, they had to go to work.  People that lived in South Minneapolis didn’t want to ride the bus for two hours, two hours to and two hours back from work.  We developed a relationship with the businesses, with the Lake Street Council in South Minneapolis, and said we wanted to work with them to meet their employment needs with people that lived right in their neighborhood.  And talked with them about the idea of developing industry specific skills training.  At the table the first group that said, “pick me, pick me,” were the automotive employers.  They said, “we have jobs, we have good wages, we are willing to offer further training, pick us, work with us, all we want,” in their words, “are people that will show up everyday, show up on time everyday, and have gasoline in their blood.”  

So off we went to figure out an assessment tool to determine whether people have gasoline in their blood, and as I said, the program has evolved over time.  But this is the list of employers that we worked with to develop a skills training program that would meet their needs.  The Lake Street Council being the primary partner, but then they brought in Precision Tuning, Hanco, and Kennedy Transmission, Valvoline, Tires Plus.  All employers that I believe are in every community across the United States.  Because we worked with the businesses right up front, with and for them, one of our business partners right off the bat identified a local service station.  It was a former Amoco station that he was no longer, it was an empty building essentially.  He allowed us to use that space for virtually nothing to initiate skills training services for the people that we served.  

This program again, it has evolved.  It was a seven-week curriculum, then it was a five-week curriculum.  What we started, we did on almost an entirely class-room based program, because they said, “show up everyday on time and have gasoline in their blood.  We will do the hands-on training etc.”  After about two classes, we learned that they really wanted a little bit more than those three things.  So that’s when we developed a more hands-on curriculum with the automotive employers.  We offered at one of our partner’s business sites.  And the other unique thing about this program, that not everyone would be able to provide, but we have a car auction at Goodwill Easter Seals; another way we fund this program.  You donate your car, you can take a tax write-off, we sell your car, and that money helps fund our programs and services.  We’ve added a dimension to that where you donate your car, we kick the tires or whatever we do to determine if it is a good training vehicle; bring it over to our training site, work on brakes, work on transmissions, work on fluids, those types of things.  Sell it at our car auction, and hopefully it will bring increased revenue because we have made some repairs to it, and in the meantime we’ve given our participants some skills in the automotive service industry.  

The outcome at the end of this program is employment in entry level, automotive technician jobs with the business partner.  We want, we expect our business partners, the nine businesses we work with, we expect them to hire our candidates at the end of the program, or we are doing something wrong, because we have developed the program with and for them.  With a partner that will provide additional training and career training opportunities.  In six weeks we are only scratching the surface.  We are determining if someone has the interest and the aptitude to go into the automotive service technician industry.  

Construction skills training:  I will apologize.  My way to make up for time is to talk really, really fast, so someone give me the brakes if I, I talk fast anyway.  Construction skills’ training was the third skills training arena that we moved into.  Our business partners include Habitat for Humanity, and the Construction Laborers Education and Training Fund of Minnesota and North Dakota.  We train on-site at local Habitat for Humanity construction sites.  We do a one to two week assessment to determine if this is going to be a good fit for someone.  Some of the keys are being able to measure and use fractions and that type of thing.  So, after a two-week assessment, we go out to different Habitat for Humanity sites.  We load up participants in a van and hit different sites.  During the training program, participants are able to work on aspects of construction that we’ve set out.  They do roofing, they do siding, they do windows, sheet rocking at a variety of construction jobs.  This is a 10-week curriculum based, hands-on training program.  The outcome at the end of this program is [audio cuts out].  We assist people get positions in the construction industry, or we want them to be eligible, and be able to enter a formal apprenticeship-training program.  Not all of our candidates are able to do that.  The apprenticeship program does require that a person has a high school diploma or a GED, and they must be at least 18 years of age.  So, that does rule out some of our participants.  

The next skills training arena that we moved into was the bank skills area.  This program we developed, actually, in response to welfare reform.  In Minnesota we were following a Work-First model.  Get a job, get any job, you are going to be better off working than not working.  We decided “whoa, people did indeed, need some skills in order to get a job that could lead them to self-sufficiency and get off of Welfare to Work benefits.”  Again, we used our Lake Street Council partners, the 1,000 businesses that we worked with, there were, I can’t even tell you the number of banks, in and along Lake Street again that had openings that they could not fill.  Also, the people that they were hiring were not mirroring the communities that they worked in.  They had a very diverse community along Lake Street, they needed candidates that could speak more than one language, and they wanted their personnel to mirror their customer base in the communities that they worked in.  Some of our business partners include TCF Bank, US Bank, Wells Fargo, National Citibank.  We used to be able to say that we worked with seven different banks.  Well now, I think there’s only four banks in the United States pretty much.  (laughter)  But in Minnesota we started with Norwest Bank and then Well-Fargo bought them and they bought Marquette Bank.  US Bank is now Firstar Bank etc., so our partnership list isn’t quite as long.  But we initiated this program with TCF bank in Minnesota.  

TCF wrapped their arms around this concept right from the very beginning.  What they were finding is that, or what they knew, was that the people that they were hiring off the street were in essence the exact same people that we were serving.  The same people that we were trying to get employed in their bank.  What TCF wanted us to do is to develop a curriculum with them that would allow people, once they get hired by TCF, to be able to graduate from their internal training.  In the beginning they were hiring people, they would hire them off the street, and they would put them through a fast paced, one-week training program and people.  They were failing miserably.  They could not pass the one-week training that TCF offered.  So, we developed a curriculum with them.  It’s a four-week curriculum, that breaks the components of the TCF and the other banks’ curriculum down and really, I shouldn’t say this, but this is how I say it, so it hits people over the head with soft-skills every single day, while they don’t know it.  They are learning technical skills.  They are learning balancing a drawer, cash handling, etc.  At the same time, they are learning the soft skills that employers tell us, and that we know, are so important.  Another key component to this program is that we offer it at three local banks.  We started this program with the community partner of ours that just had training space available.  After two classes, US Bank said, “we want you to do this on-site with us.”  So, US Bank has offered us classroom space at two of their branches and TCF has offered us space in one of their branches.  And that really, like other programs that are on-site, hands on, it really changes the program.  People are training in an environment that they are going to go to work in.  

The outcome at the end of this four-week skills training program is employment in the banking industry with career advancement potential.  People are getting higher entry-level wages.  Our average wage is anywhere between $9.50 and $11.00 per hour of graduates in the banking skills training program.  Most of the banks, in the Twin Cities area anyway, offer benefits starting at 20 hours per week, a full benefit plan.  It is one industry that is offering that, and not many do.  

There is career advancement potential in the banks without requirements for a lot of additional education.  Many of the participants we serve in this program, when they graduate from bank skills training they get their bank skills certificate and they say, “this the first thing that I have ever completed in my life.  This is the first certificate that I have ever achieved.”  Traditional education is very scary for most of the people that we’ve served.  The banking industry really does allow people the opportunity to advance and move into higher level jobs, higher paying jobs, without requiring traditional education.  People move into customer service representative positions, sales and service positions, corporate operations positions.  

The nice thing about the banking skills training program, after our very first class we saw the perceptions breaking down.  The people that came into our class, and to be honest, most people entered into our bank skills training program not by choice initially; because their employment counselor told them they had to go to this program.  So that came under that that I have to be there.  If we asked why are you here, they would say, “I have to be here.”  The banks on the other hand also had a perception that the people on welfare were lazy and that they didn’t want to work.  In this program our banking partners come into the class as guest speakers, the HR reps come into the class before candidates ever graduate, and they interview every single candidate in that program.  You can almost visibly see the perceptions going away.  Our participants that had never had a check book in their life and felt that everyone that worked in a bank wore suits and were stuffy and it was just an environment that it could never work in.  Their perceptions went away when they met these real-life people in banks that could talk about the fact that they, too, had just received their GED, they had a baby when they were 16 and now they are the Executive Vice President of a local branch.   When they hear those stories, their perceptions of the banking industry changed and then our banking partners; you could dramatically see their perceptions change as well.  Candidates are required to dress like they would dress to work in a bank, so they do dress professionally, they ask questions, they are there on time, they are there after class.  Those perceptions just really changed.  And that was, I think, one of the most positive influences of this program.  

Our most recent skills training program is our financial services training.  This was developed in partnership with American Express Financial Advisors and we are currently working with Hartford as well.    This program came about as a result of the Mayor of Minneapolis had given her State of the City address and said that she was going to focus on industry cluster training for Minneapolis employers, connecting skilled Minneapolis residents with positions that were available.  American Express had heard the Mayor’s State of the City speech and went to the Mayor saying, “we’ve got a thousand job openings, in downtown Minneapolis, can you help us?”  Can you connect us, help us get some type of training to connect residents with the jobs we have available.  The Mayor has always been a supporter of the skills training programs that we offer, and connected American Express with us to develop a curriculum with and for them.  So we sat down with American Express.  Again their need was primarily around getting people that they hire through their rigorous two-week training program.  They hire people off the street, they look for people with good customer service skills, give them two weeks training and expect them to pass this Series 6 examination.  Their success rate was about 20%.  They were not able to hire people in Minneapolis, residents of Minneapolis.  So we sat down with them and developed a curriculum and broke their two-week curriculum into a ten-week curriculum.  We offered the program on-site at American Express in their training room.  Again, the candidates we serve see the environment that they will be working in.  As I mentioned, it’s a ten-week curriculum based, hands-on training.  We train on customer service, basic computer skills, securities, annuities, retirement plans, mutual funds, and other financial products and regulations.  What we are able to do that American Express wasn’t able to do in a two-week period of time, is to give people to understand these, not just memorize the different requirements so that they can pass the Series 6 exam, but to understand what they are all about.   Then we do prepare people for the NAS C-Series 6 examination.  

The outcome is employment in the financial industry, offering a career path with higher entry-level salaries.  The entry-level wage for this program has been about $25,000 annually.  Full benefits plans.  The jobs that candidates are moving into are Transfer Agent, Customer Service Representatives, Sales and Service Representative, and Corporate Operations.  

I think I’m doing all right on time.  I am going to talk next just to give you an overview of what we are doing the industries that we are doing industry specific training in, and then I will just talk a little bit to give a case scenario of how we, anyway, I don’t know if we have the absolute model, but how we’ve gone about developing industry specific skills training programs and what’s important.   

With our bank skills training program, as I mentioned, a key to this program was to have the business partner identified and have a committed business partner that saw the value of what we had to offer.  They weren’t in it, TCF Bank did work with us because they wanted to do nice things for people with disabilities.  TCF wanted to work with us because we had access to candidates that they couldn't hire.  The candidates that were walking in their door that they were hiring weren’t making it through their skills training program.  We had access to those same people that we could give some additional training to and help them be successful when they were hired at the [audio cuts out].   In fact, of our candidates that get hired at the local banks, we have a 95% success rate, of them getting through the initial two-week training program at the banks.  What the banks say is that disability, or no disability, barrier to employment, or no barrier to employment, the four-week training that they have, gives them a leg up on every other candidate that’s hired, and getting through their training program.  

So, the business partnership was the most important piece in developing skills training programs for us.  The other, another key piece, as I mentioned before, is helping businesses mirror their clientele in the banks and give them access to those individuals as well.  So those were some of the key pieces.  The other key pieces included a curriculum that at the end, would meet the needs of the banks.  Learning what the “must-haves” are what we call them, what are the “must haves” for these programs?  What are the minimum requirements of a job description.  We make sure that at the end of our skills training program in order for a person to graduate, and we, in all our programs, some individuals graduate and some individuals complete.  But in order to graduate, people need to be able to meet the “must-haves” that the businesses outline for us.  It may not sound nice, or real program services, or human services oriented, but we wanted people to succeed when they get on, or get a job with the business.  They need to have the “must-haves” in order to be successful.  If not, if they don’t graduate and they just complete a program, we don’t say, “see ya”.  We work them to help them find employment that does meet their current needs, and many times they will re-enter a skills training program, when they are ready so that they can move into another job. 

I’ll talk a little bit about, we’re developing a new program right now.  Financial services, is the partnership with American Express.  I described how that program came about.  I will say that when we started with them, as I said, American Express had a 1,000 job openings in downtown Minneapolis.  We graduated our first class.  It was a small pilot class, I think we served eight people, American express hired five of our first eight graduates.  They interviewed on-site, they did guest speaking on-site, etc.  After that first class graduated, American Express went into a hiring freeze.  And as you know what is going on in that industry.  They have been in a hiring freeze ever since.  We have been offering this program for a year, but they have only hired five candidates from us.  We’ve have graduated almost seventy candidates.  American Express has been committed to the program; they continue to provide us the free training space and their foundation supports us financially, etc. and they are committed to it in the long term.  They think that their hiring patterns will change.  What it allowed us to do though is to transfer that curriculum and start to develop relationships with other business partners.  In Hartford, which used to be Fortiss; the Hartford is now a new partner of ours, and Wells-Fargo has hired the rest of the candidates, the majority of the rest of the candidates, that we have graduated.

So what we have learned is that basic curriculum that we developed with and for American Express was very transferable to other employers.  And the skills that people are learning around customer service and securities, annuities, etc. is very transferable.  And we still consider this a successful program and people are getting hired.  As a result of the financial services skills training program and working, spreading our relationship from American Express to Wells Fargo, we are now working with Wells Fargo Home Mortgage.  They’ve come to us to ask us to develop a program with them to again, once again, help them hire candidates in their neighborhood that otherwise would not be employable, to help them get trained and move into positions within Wells Fargo home mortgage.  They currently have about 1200 openings at any given time.  And they are not able to fill those positions with candidates in their neighborhood.  And it’s people with disabilities and other barriers to employment.  So we’re working with them right now.  So we are working with them right now on the ‘must haves” section.  They are putting together a matrix of “must haves” for positions open in their home mortgage environment and then we’ll work with them to develop a curriculum to help candidates get the “must haves.”  

Lastly, I’ll just quickly talk about, again, this is what we have learned over the last ten years, what we see is keys to successful skills training programs, or industry specific training programs.  Committed Business Partners is the key to making these programs successful.  A financial commitment.  We expect that when we move into a relationship with a business we expect them to have a financial relationship with us.  Kind of the old adage of “you get what you pay for.”  If a business is not committed to our program financially, I don’t believe they’re as committed to the program and wanting to see it be successful.  So, all of our business do commit to the program financially and in a variety of ways.  Typically, when we first started it was through their Foundations.  Their Foundations would support us with Foundation grants.  When the employment market looked different we were getting hiring fees of referral fees. Essentially a lot of the businesses we were working with, if you were an employee and you referred somebody that kept their job for 90 days, you would get a $500 referral bonus.  The banks would give us a $500 referral bonus, or $250, whatever their package looked like, to hire our candidates, as well as in kind donations as well.  Our bank basic skills training classrooms are put together with teller stands; teller stands donated by TCF; computers donated by US Bank; play money donated to us by all of the banks.  Literally, the table and the chairs, and everything we have in our classrooms, have been donated to us by our business partners.  Actually, TCF Bank has a warehouse that they take us shopping at on a fairly regular basis.

Guest speakers.  We can only make our class real if we bring in the components that, from the businesses that they are going to be moving into.  All of our skills training programs for retail, the Target asset protection people come and talk, the cashiers speak.  In the bank skills different vice presidents and all levels within the bank come and talk to our candidates.  Someone from their asset protection team comes and talks about what would happen if you were held up at a bank.  And this is a very real scenario.  You could be help up and indeed three of our candidates have been held up on the job once they were hired at the bank.  So that’s a real key piece of that program.  

BAC members.  We have a financial services Business Advisory Counsel, which is for our banking skills and our financial skills training programs.  We want our partners to be on our business advisory counsel.  They’re the ones that help us develop our curriculum; they help us develop our assessment tools to determine if the skills training programs is a good fit for a person.  They help us fundraise for the program through their commitment on the business advisory counsel.  All of the banks, all of the retailers, all of the automotive service providers we work with allow us to come on site and do job shadowing.  Another key piece to the program is being able to see what you would do on a daily basis.  People really do learn at retail, when they try cashiering, they learn that they don’t want to be a cashier.  Same within the banks.  We primarily place people in entry-level teller positions, but a lot of people learn through the job shadowing experience that they don’t want to be a teller.  They would rather be behind the scenes.  

And last but not least is hire.   We do want our business partners to make a commitment to hiring graduates.  We don’t want them to hire someone that doesn’t meet their minimum requirements, but we do have an expectation that they will hire the graduates.  If we do what we say we are going to do – we get people trained to meet their minimum requirements, we do expect them to hire.  And if we are not doing that, than we need to make some changes to our programs, and we have.  I can’t say enough, how important it is to have skilled training staff, placement staff and long-term support staff.  It really makes a difference right up front having a skilled trainer that can engage a very diverse group of participants.  And they are not always easy to come by.  Skilled placement staff that can develop their relationships with the HR representative and skilled long term support staff.  

The assessment piece.  We have developed individual [audio cuts out] our skills training programs to the determine whether this program is a good fit for the person, but more importantly to learn how a person best learns so that we can change, or modify our curriculum, or modify our training style to meet the needs of who is in our class.  And I think we weren’t doing this as well in the beginning and we had a lot more drop out and fall out in the first week of all our skills training programs before we started developing individualized assessments.  Curriculum that meets the needs of business.  We are always modifying and changing our curriculum.  

And then lastly the long term support for all participants place.  This is probably as important as anything else we do. With a four-week program, a six week program.  I don’t want to say anyone can get through six weeks and be successful, but six weeks is a very short period of time.  The people we serve, many of have never worked before or they’ve never been successful in employment.  It’s when they go to work, that many times, the issues that they have only exacerbate, and that long-term support piece is very important.  And listening to Rob talk about using a consultant model; we made a decision probably about ten years ago when we moved in this direction.  All of our job coaches became support consultants.  We changed the job description; we changed what they were doing.  We increased the pay scale to accommodate what they really needed to do with the businesses that we were working in.  So we have support consultants that work one-on-one with our business partners as well as our participants to make sure that they do retain and advance in employment.  And that is changing all the time as well.  

Some of the things we are doing differently: we just started a brown bag lunch series with the banks that we are working with, to address such things as benefits planning, staying motivated on the job, working with difficult supervisors.  In retail and in the bank industry and many of the industries we work in, their manager, or their supervisor turns over way more often then our support consultants or our job coaches do, or the people around them.  So, we do seminars on working with difficult people, or getting along with mangers, etc.  One of the things we’ve learned working with the welfare population is to do that long term budgeting with them.  People were graduating from our program getting jobs at $11 per hour.  It was more money than they had ever made in their life, so the first thing they did was put cable in, buy a cell phone, buy new clothes, get new furniture.  And little did they realize that their welfare check was going to be cut off about four weeks into their new jobs.  So it seemed like a lot of money at the time, but really it wasn’t.  So, we’ve added some of those components to our program as we’ve gone along.  

With that I will end.

Kim Sullivan:

Well, we’re almost done.  First of all I wanted to say a few things about the skills training program that Kelly was talking about.  The Goodwill Easter Seals out of St. Paul, does participate with the National Results Counsel, and they do report some of their occupational skills, that are under that.  These kinds of programs fall under the occupational skills training programs that we evaluate, and Kelly’s program is an excellent example.  They perform well.  They perform very well when you compare them right along side other than those kinds of skills training programs that serve a very similar population.  So, the example that Kelly was talking about, it works.  She gets good results from those programs.  So they’re an excellent example to a good customized skills training program.  

I’m going to talk briefly about the study that I talked to you about earlier. The National Results Counsel has been, we’re in our third year of doing a Welfare to Work study.  What we are doing is we’re looking at two different approaches to serving people who are making the transition from Welfare to Work.  The first approach is a customized skills training model.  The examples that Kelly was giving you are really good examples of the kinds of programs we are looking at.  Typically, in this case it’s a department of trade and economic development program that we were evaluating.  Their funding is particularly for educational institutions, and those educational institutions link with businesses, from the get-go.  They get the commitment like Kelly was talking about from those businesses, like Rob was talking about how important it is to have that connection with those businesses.  That’s what these folks do.  And they build the skills that are needed for available jobs.  So, the businesses say right up front, “Hey, we’ve got jobs.”  A good example is Nursing Assistant Program.  They’ve got hospitals that need nursing assistants.  Health care is a huge area that we need lots more people to go into those kinds of jobs.  And so they directly work with those organizations that have those openings, so they work real closely with them.  

The other approach is the Work-First model.  So this is more typically what we’re familiar with in terms of Welfare to Work.  This is the “let’s get them a job, let’s get them any job, let’s get them a job within thirty days.”  So that was the approach for the Work-First model.  They did provide support as necessary after job placement.  The particular group we used to evaluate for the Work-First model was part of a Department of Labor grant.  They were providing Work-First services to a hard to serve group, TANF recipients.  They had a very diverse staff and were really focused on providing services to immigrants; helping immigrants make the transition from Welfare to Work.  

So, one of the important things to remember when I am talking about the results here, is that these two groups that were served, the folks who actually went into training versus the people that went directly into job placement.  Those two populations were different, significantly different, from each other from the beginning.  In a nutshell, the people who were offered or were able to go into the Customized Training programs were better off to begin with than the people who went directly into the Work-First programs.  

There is a couple of ways that they were different.  They were younger.  They were better educated. They had fewer children under the age of 18.  They had higher household incomes from the previous year.  They had fewer barriers to employment.  So, you can see kind of how people are steered towards either training or the Work-First program.  This is an important thing to keep in mind because we have been working with the University to try to control for those differences so that we can see whether or not the differences that we are seeing in term of the results are actually due to the training, or the Work-First program, versus just the differences in those populations.  

So what have we been doing?  How have we actually gone about this study?  We have been gathering employment outcome and welfare data at several different marks.  120 days after training, one year, and then two year.  We’ve also done some follow-up interviews with businesses, with participants and with providers themselves.  

The sample size is over 300 for each group so we’ve been building that up.  The thing to remember here is, when you’re going to see that graphs there’s some two-year data and this is fairly new data that we’ve been accumulating, so the number of people who’ve actually reached that mark is much smaller than that 300 number.  It is about 55 in each group.  That “n” is pretty small, so we need to be careful of how we interpret the data.  Which brings me to a little bit of a dilemma that I have when preparing this presentation.  

The graphs I am going to show you are raw data.  They represent the most recent information that we have been accumulating.  We did a report after the second year of our funding, and this report will be available up front.  This is kind of an accumulation of what happened during the first two years of our evaluation.  The University of Minnesota worked with us to do some statistical analysis of that and I’ll share those results with you.  The results that you are going to see in terms of the graphs actually have more data in them that we had when this report was done.  So that means we don’t necessarily know whether some of this information you are going to be seeing is statistically significant in terms of the difference that we see between the two groups.  So, I was a little concerned about that, but working closely with the University of Minnesota and also the University of West Florida … they have shared with me a secret that they use in terms of a high tech tool that they use.  Maybe Fred Menz, I’m not sure, maybe he is familiar; Pat I don’t know; because it’s kind of a University thing.  I did bring it and that would be the eight ball, so I think this might come in handy.  I am not sure, in terms of trying to determine the significance of these results here.  

The first things I want to look at is the percentage of people that we found working at follow-up.  You can see here, the green is the Customized Training group.  The blue is the Work-First group in each case.  The first set of [audio cuts out] 120 day information.  The second is one-year and the third is two-year data.  In the first group we see a difference between the number or percentage of people who were working at 120 days in the Customized Training group versus the Work-First group.  The Work-First group, they had actually more people working at that point and time.  It was 34% here, versus 42% here.  These are pretty similar.  When we did the statistical significant tests with the University the first time around, the information at 120 days and one-year, we didn’t find that to be significantly different between each other.  There was not a significant between the percentage of people who were working.  Now we have more data.  What we are seeing here, I think this is a little bit large of a gap than we were seeing before.  So that’s were my handy-dandy little eight ball comes into play.  I think it is going to say that we can’t quite predict this yet.  I’m not quite sure what we are going to see with this, but we’ll have to wait and see when we get the results of that and actually if anyone is interested, they can slip me their card and we are going to be publicizing those results, so we can share those with you.  

The next we are going to look at is average hourly wages.  What did we find in terms of the average hourly wages?  You can see the green bars here are trending as a positive trend upwards.  The actual numbers on that is $9.66 at 120 days on average is what the Customized Training group was making.  $9.66 here at the one-year mark, and $10.55 at the two-year mark.  That’s a nice upward trend there.  Then again we have to be a little careful about that two-year data,it’s got a small end, but that’s pretty significant in terms of what’s going on there.  What we are seeing with the Work-First group, they are not making quite as much money.  They are making $8.02 at 120 days.  They were making $8.54 here and it really virtually remained the same, $8.57 at the two-year mark.  

My interpretation of that is they are kind of getting capped off there.  They are about as far as they can get without further training.  What we are seeing with the training group is that they are continuing to trend upwards.  So what does my eight ball say about that?  I think signs point to yes, I think we will continue to see that this is significant.  I think the last time we did the results, we did the statistical significance test, this was, the 120 and one-year information was statistically significant.  The Customized Training group was earning significantly more money than the other group.  

Average number of hours worked per week.  When you first look at this, at first blush you would say, “oh my gosh, look at how many more hours this Customized Training group was working than the Work-First group.”  You’ve got to be a little careful, because the scale of the graph makes it look like there is a bigger difference than there really is.  There’s just one hour of difference between each of these lines here.  But what we are seeing is that, yes, Customized Training folks are working more hours per week than the folks who went through the Work-First program.  Thirty-six hours here and here and then it bumped up to 38 here for the Customized Training group.  The Work-First group it was 33 hours here, 34 and 34.  Now, surprisingly perhaps, the main 2001 report we did, didn’t find the hours worked to be significant between the two groups.  We got more data now and this gap here is larger.  I’m not quite sure what it’s going to say, but the eight ball says that the reply is hazy; let’s try again.  So, we’ll have to wait and see what those statistical significance tests tell us.  

The final thing I want to talk about is average weekly wages.  In the National Results Counsel, we really talk a lot about the weekly wage.  I think too often we focus on that hourly wage and not so much on the number of hours a person works per week.  You can have a great hourly wage at $10 per hour, but if you are only working fifteen hours per week, it doesn’t really make a whole lot of difference because your paycheck is pretty small.  We spend a lot of time looking at average weekly rages.  How much are people actually bringing home?  What we can see here, again, the same kinds of trends, Customized Training group is trending upwards and they are making pretty good money.  Three-hundred fifty here, $354, and then it bumps all the way up to $398.  At the 120 for the Work-First group, they were making $269, $297 and then it remained exactly the same $297.  So, this difference here, $297 to $398.  Wow, that’s over one hundred dollars a week difference, because this one group went into skills training and the other group were placed immediately into jobs.  Again, we have to be careful about that two-year data.  I’m really, really curious to see what the University of West Florida is going to say about that.  This information here at the 120 day and one-year was significant when we did the statistical significance tests in May of 2001.  The gaps are even larger.  I would say that it is still going to be significant.  My eight ball says, “you may rely on it.”

In summary what did we find?  What I am talking about now is simply the statistical significance tests, from May 2001.  The U of M concluded that that Customized Training did improve both the transition, and I didn’t show you any graphs about the actual welfare, but they did find that that was significant as well.  It does improve the transition from Welfare to Work and the hourly wage rage independent of the more advantaged position that people in Customized Training enjoyed at the outset.  Public assistance rates are lower by about 14% points as a result of training.  There was a more than a $1 per hour benefit from training.  We might even see that bump up a little bit in this next round.  And again, like I said the additional data is now under analysis.  

I think one of the things that is important to talk about, however, is not everyone’s going to benefits from this kind of training. Is not everyone is going to be ready for this kind of training, particularly pre-employment.  We worked really closely with the Work-First groups that were providing just the job placement with the supports as necessary.  They realized the results weren’t surprising to them.  They realized that the Work-First approach is not going to get people out of poverty.   They are seeking additional money so that they can offer training to their participants at a later date.  Which makes a lot of sense because some of these folks are not ready to do that from the beginning.  For instance, if you take someone, and again they were working heavily with an immigrant population, think of someone who may have been a farmer or a hunter for that matter in their own country.  They come here to the United States.  Do you think they are going to benefit from classroom training in English?  Probably not.  So, there and again this is the difference between these two groups.  I think what we are seeing is training is very important.  The timing of the training is also very important.  Not everyone is going to benefit from the pre-employment training.  So sometimes I think we need to let people get into jobs, start working, find out what their options are for that matter.  Take additional English classes if that is necessary.  But then allow some skill building maybe later on in the job.  The Work-First group that we worked with, they really felt that the appropriate second step was to offer training at the work-site during the workday for the participants who were already placed in jobs.  Because again, that’s a big issue.  Time is a huge issue for anyone, but particularly for people who may be single parents who are trying to juggle work; if they also have to be going to school with the childcare issues, it becomes really tough.  So, if we can work with businesses to help provide some training that is offered on the job, and there are programs out there like this and some of those programs were in the Customized Training group.  There were people that were already employed and then they worked with an educational institution, the business worked with an educational institution to provide training during the workday.  They were paid for that training to boost those skills so that they could move up so they could earn more money.  I think that that’s a lot of what we are going to be seeing: some of the more TANF reauthorization money, hopefully going towards, which is additional skill building linking training with work.  

The last thing I want to talk about is, what are some of the common things that we saw among the top Customized Training programs?  There were sixteen in the group that we evaluated sixteen different kinds of training programs.  What did we see?  We looked at a variety of things in order to come up with the top three, but that’s based on results, based on outcomes.  Who were the top performing grants, because they were grants?  But which ones were the top three Customized Training programs, what do they do?  Some of the things that both Kelly and Rob talked about are it.  Actively engaged with those business partners.  Two of the three involved the business in writing the grant.  They had to seek funding for this.  They have those businesses right at the beginning.  They helped write that grant.  They helped write the curriculum for the training, so the buy in was there, it was right there from the very beginning.  

The other thing in terms of working with businesses, those educational institutions and service providers that were able to be flexible, respond quickly to the needs of business partners was a huge strength.  That was one of the bigger complaints we had from businesses was, “they’re too slow.”  We told them that we needed that kind of training in the beginning, but things change in business, things change quick.  Here they have all these things that they are doing over there…. “oh, I’ll have to check with so, and so in order to change this and change that and this and that,” and they really wanted those service providers and educational institutions to respond very quickly to the needs that they had. 

The other thing that the top three Customized Training programs did is they emphasized workplace or soft-skills.  Actually, we did some in-depth interviews with folks and they ranked it as either primary or secondary emphasis of training.  Those are things like workplace communication, teamwork, following directions, being on time, thing like Kelly was talking about.  It’s very important.  So, combining the workplace or soft-skills with kind-of some hard-skills sorts of training things was very important. 

The final thing was, two of the top three combined training with work.  One was an on-the-job training where the participants were already employed, and like I said, they brought the training to the business and they paid participants to go into the training during the workday.  The other one was a six-week program where participants spent the first week in full-time training and then weeks two to six they spent at least two days a week at the worksite earning money.  They were not considered employees, but they did earn money in order to work during that training.  

So, in terms of what does the next generation of supported employment look like?  I think we thing that it could look a little brighter.  I think coupled with new work incentives in the Social Security Act, I think people could earn more money, could have more career options, and could have better career laddering, if they were offered some kind of customized skills training, especially if those service providers work really closely with businesses.  

Thank you very much for listening to us, and it’s two minutes to four.  Does anyone have any questions for any of us?  It’s the end of the day, people are ready to go.  Yes, we have one question….

From audience: 
(Inaudidable)
Kim Sullivan:

They’ve come to us to ask us to develop a program with them to again, once again, help them hire candidates in their neighborhood that otherwise would not be employable, to help them get trained and move into positions within Wells Fargo home mortgage.  
It is.  I am glad that you brought that up.  There are some copies of the ways to work, it’s called “Ways to Work,” it’s a blue report down here in front.  It’s also available on PDF format on our Website which is www.nationalresultscounsel.org.  That is also a handout that Jim and John presented; that website is stapled to the top of the information distributed by RSA.  So go ahead and pick one of those up.  Thank you. (applause)

Pat Steele: 

Thank you.  Please leave your evaluations with this.  As Maria mentioned it’s really important.  We think accountability is important for service providers; it’s also important for us.  We want to know what we did well, what you think we can improve upon and see if we can do that next year.  Have a safe trip home.  Thanks for coming.  Don’t hesitate to check our website.  We have links to a lot of these partners here so you can get on our website and find out what the presenters are doing.  Thank you and drive safely.  

