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Peter Blanck:

We have a few minutes for questions for Bob and, who will be our first questioner?

Charlie Hammerman: Well, it is not so much a question for Bob but I want to pick up on where Terry sort of just left off.  You know, I obviously sit in a very interesting position where we are running a business where our group is in the

(Coughing) 

and then working in, and Chris works on the private client side handling assets, handling and managing the assets of our clients.

We have a large group.  We focus on, you know, the ultrahigh net worth.  We are very blind to whether someone is disabled or not, as Terry was saying.  We want business and we will focus on that.  At the same time, on the employment side, we look at who can we hire and have with us.  And then as I continue to remind everyone, I still have this 13‑year‑old project at home trying to figure out what am I doing with her for the rest of her life, and Bob, obviously, on the education aspect.  I just had the CSE for her for the next coming year and after an hour and 10 minutes, we did not even scratch the surface, and yet we are one week away from, or two weeks away from the summer, and we are going to have to have a second session just to figure out 8th grade.

I would like to sort of pick up what Bob said on this concept of who we are looking at.  Let us just focus on this issue of hiring, employment.  What is important to, you know, an employer?  I will tell you right now from our group, it is very simple. We could not matter as to what the person's physical or mental challenges are.  It is can they do the job.  I think what this group needs to help corporate America do is start doing more statistical plus marketing of issues such as loyalty, longevity on the employment side, the lower turnover rate, which I think you had mentioned, Bob.  These are the kind of issues that employers really need to hear more about, so they are not scared and they are not misunderstanding the whole situation.  We live with this every single day in terms of the kind of folks that we look to do business with, as all of us try to have employed here at the firm.  That is clearly where corporate America needs some more help because there is, you know, going back to your hotel example, or going back to parking spaces, right?  It would not have been mandated, it would not happen if the laws were not made that you had to have one, two, three spots available in a shopping center, and a shopping center is obviously trying to attract business.  It would never have happened.

And of course once you start mandating these sort of things, the business community grumbles and then ultimately accepts and ultimately realizes it is actually good for the business.  So I think that this sort of marketing on the employment side needs that help, because I think there is too much, I guess scare.  

I mean it goes back to the example, Peter, of how did you and I come together.  Now, I am here at Merrill Lynch, and I am helping a company raise funds through the market.  They want it through stock offerings.  And after the initial sort of pitch by the CEO and the CFO and the head of marketing on their stock, I looked at the prospectus and they had a picture of what, you know, I like to call the U.N. picture.  They had a picture of all these little kids wearing the clothing for the company, and of course you had every race, creed, color, and there was no child with a disability.  I looked right at the CEO, looked at the head of marketing.  I said, "Of course I have to be nice to you because you are my client here at Merrill but guess what,  you have to be nice to me, because I actually am your client, I spend thousands of dollars in your clothing stores, and let me tell you why.  And I would be remiss as a parent if I did not tell you that you are missing the market."

And that is when I walked away from that conversation with no statistics, it was pure emotion and hence I three hours later find an article referencing Peter Blanck and now I am very used to all these law review articles and reading and . . .

(Laughter)

So this partnership is clearly necessary and I can tell you right now that I know you have energized, Terry on some of the things that we have discussed just now, but this one needs to be built upon.

Peter Blanck: 
Thank you, Charlie.

Christopher Sullivan: Can I make a comment?  I think one of the words that really has an affect on all of us here is the word staff.  I have noticed that many of the employers are scared to hire people with disabilities because they do not know what they need.  The type of accommodation that they need.  And so there is a disconnect between the employer and the potential applicant or people with disabilities are so great that there needs to be education involved to educate employers what people with disabilities need in the workplace.

And of course HR people are not prepared or trained to work with people with disabilities, they do not have that kind of background.  What HR people really need are people with, well, rehab specialists.  They are the ones who will know the actual needs of those people with disabilities.  And they can work with HR people to remove the "scare" factor, or the unknowing as to what are the kind of contributions that those people with disabilities can make in the workplace.
So, rehab specialists.  It is really, in my opinion, the key component in bridging the gap to train the employer, the HR, and the disability community.  That is my point.

Peter Blanck:

Thank you, Chris.

Maybe later on, I know we are running a little into our next section, we will like to hear about who exactly are your clients of the hundreds of millions of dollars you are managing, because I have not heard that before.  It would be very interesting to know that.  

One more comment and Bob, I will leave you the last word after we hear from commissioner Paul Miller of the EEOC.

Paul Steven Miller: 
I just want to put one other issue on the table as we begin our discussion today, building upon what Bobby said.

I think that there is a business side, and I also think that there is the disability side of the equation, and that is:  How do you galvanize people with disabilities in such a way that the business community can go and find people with disabilities who have MBAs to work at Merrill Lynch or law degrees to work at Skadden Arps or marketing degrees to work at Procter & Gamble or what, have you.  Unlike some of the other groups that we have talked about, in terms of diversity,  whether it be women's groups or people of color or what have you, there have still yet to be the kind of momentum, the kind of synergies and momentum and organizations and affinity groups of people with disabilities that a Merrill Lynch, that a Terry Kassel can say, geez, I am really energized about this, I see this new market, I want to go out and hire 10 MBAs with disabilities to be the core of reaching out to the disability community.  And I would bet that Terry would have, and Merrill and Charlie, despite the best efforts, would have a very hard time locating and identifying those people.

There is the side of it where you want to create opportunities and reduce the fear factor of people who happen to come to a place like Merrill and apply for a job.  There is the other affirmative employment side which also is a part of that equation, and, quite frankly, as some of you may know, I speak from personal experience where I was in a position once to go out and hire senior‑level people  for a presidential administration with disabilities, and it was a challenge to go out and identify people and bring people, and bring people in.

And I think that as we talk about this issue, we have to make it easy and palatable, easy to identify these folks.  The successful stories and with people of color, with women, have shown the way there, and we have to figure out a way.  There are lots of challenges in that statement, but I think I wanted to just put that on the table.

Peter Blanck: 
Thank you, Paul.

Bob, would you like the last word before we go to our next session?

Robert Pasternack: 
Well, there is obviously much more that can be said, but just a couple of things.  I do not want to take Ralph's time.  I have heard him speak before.  I know how eloquent he is.

Ralph Boyd:

He takes a long time to speak.  (Laughs)

Robert Pasternack: 
You know, when we started the federal journey back in '75,  there were more than a million kids with disabilities who were denied an opportunity to go to school.  Some of us think that we are on the precipice of having the first generation of people who have been educated around people with disabilities, so we may go a long way to reduce the fear factor but there is still a great deal of misperception.

You know, I mean let us be honest.  Only 23% of teachers in this country say that they feel adequately prepared to accommodate the needs of kids with disabilities in the general education classroom.  And then the report that I submitted to Congress, the last one, the twenty-third report,  the IDEA, we now know that 50% of the 6‑and‑a‑half million kids with disabilities are spending 80% or more of their time in the general education setting.

A lot of times, it is still considered visiting as opposed, you know, inclusion is still dumping a kid with a disability into a general education setting, so, you know, with all due respect to what Bobby is saying, you know, I know there is a lot of positives that have happened but there is still a lot of problems.  I, you know, I am sitting there, the dropout rate for kids with disabilities is twice the dropout rate for their non-disabled peers.  So legitimately, we should be asking what is so special about so much of what is going on if, in fact, so many kids with disabilities are dropping out.

And what Chris was saying, you know, the other night we went to see “Gypsy” and you are struck by the fact that, you know, Gypsy's mom was her biggest proponent.  You know, sure she was a pain but, you know, she was clearly out there pushing her daughter and making people hire her daughter.  That is what VR is supposed to be doing, and why is that not happening all over the country?  You know, and I have responsibility to oversee the Voc Rehab system, and a lot of people in Voc Rehab are not going to the business community aggressively promoting the fact that disability is not inability.  So even though I get accused of not doing enough PR for VR, here I am again saying that much remains for us to do in Voc Rehab, including doing a better job of working with the One-Stops to build a capacity of the One-Stops to be programatically and physically accessible to people with disabilities.

So, you know, I will look forward.  There is a lot more that we can say but thanks for letting me get it started anyway.

Peter Blanck:

Thank you.

And we now have our next very distinguished speaker . . .
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