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Peter Blanck:

By the way, just so y'all know, with your all's permission, we are going to invest a good bit of time and money to put these proceedings on‑line in an edited fashion with the commission papers, with the transcript, and we hope it will be a very, very nice packet, maybe C‑SPAN might be interested in it or others, to further this discussion.  We are committed to disseminating this as well.  Obviously you all will have a chance to look at it and approve, you know, your comments in that regard.

I think, Ann, you have been trying to get in for a while, then Bobby and then we will go to Michael Morris because we are coming to the close of our day.

Ann Diver:

Andy used an interesting term a few minutes ago, affirmative pipeline.  And maybe that is where the public/private partnership can focus a little bit.  You know, we have got to connect in the middle.  What I mean by that is, I would bet money if I walked around Merrill Lynch and asked managers who had been here a number of years, you know, how many times have you decided not to hire somebody with a disability because you were afraid to or whatever, most of them would probably say, "I have never interviewed somebody with disability.  I never had the chance not to hire them because I never had the chance to interview them."  So, you know, we could build a compelling argument to have managers understand the benefit of hiring people with disabilities, and then they would say, "But where do I find them?"  So, you know, maybe if we could think about how we solve that.  IDEA.

Peter Blanck:

This is a good place to look right here.

Ann Diver:

You know, Bob, you made the comment about not having people graduate from high school and then use the IDEA funding to go on to community colleges, that is a great idea, but why should IDEA require these kids not to graduate from high school to get that funding?  I mean the fact that I would have to negotiate with my son's high school to walk through graduation getting an empty envelope instead after diploma, right?  So that he can go on to the age of 21, you know, and continue to get support.  That, to me, as a parent of a child with a disability, that does not make any sense.  IDEA says from age 3 to age 21.  Then it should be to 21, even with that high school diploma.  He should continue to get support for jobs, right?  To learn more about how to work and how make himself useful in the community.

Robert Pasternack: 
I just, I have to work with the law that I took an oath to uphold.

Ann Diver:

No, I know.

Robert Pasternack:
So it seems to me that since the law would permit the provision of services through the age of 21, the students with disabilities who are in need of Special Ed, right now, as you know,  if they graduated terminates their eligibility, so it is just a creative way of using the current law and regulations that we . . .

Ann Diver:

Oh, no, I agree.  And . . .

Robert Pasternack: 
No, but I hear what you are saying but that requires a statutory change, which is a much greater magnitude than just working within the parameters of the existing law.

Ann Diver:

Right.  Not everybody understands it, and that is the problem. Not everybody understands how you can get creative with it.

Robert Pasternack:  
Right.

Peter Blanck:

Thank you, Ann.  Bobby.

Robert Silverstein:
In terms of, if I kind of go back over the course of the day, we spent a lot of time talking about various broad approaches to the issue of employment of people with disabilities from an education, job training, cash benefits, healthcare, and that is important.  Because when we look at the overall issue of employment of people with disabilities, we have to take a big picture issue.  Look at the various components of it.  And then the subset is corporate culture, which is kind of why we are here.  I think, Ann, taking off on what Andy was saying, I was about to say something similar.  I will just try to say it a little bit differently.

Andrew Imparato:
You were my mentor so I am glad I learned from you.

Robert Silverstein:
 Is, if we focus on part of the issue, which is where the jobs are, where the people who sell things are, corporations, and we say to you all with researchers like Peter to support you, "Show us the good, bad, and the ugly when you do focus, called Affirmative Action has all kinds of good and bad names.  Forget about that.  What is Affirmative Action?  What I am talking about is focus.  

If you focus on the issue as a company, in terms of employing people, in terms of market, the good, the bad and the ugly, the fact that nobody comes, the fact that somebody does come under certain circumstances, the fact that maybe if you have reasonable accommodations at the highest level of the corporation rather than the department level, people will focus on quality qualifications rather than their budget.  Who knows?  If you document what it is that you all did and tried, the good, the bad, and the ugly, you can be a messenger.  You can be a leader in terms of saying, "Look, we tried it.  We could not find people."  But then we tried something else in terms of outreach, in terms of market share.  You got 1.5 billion in terms of families.  Maybe it could be 4 billion.  Are there commercials that you have for Merrill Lynch that go on the TV?  Is there a person with a disability on there?  Is that a message?  I mean, there is a hundred things that you do if somebody said,  "What about from the disability perspective and how can we enhance the bottom line for everybody, how can we improve the product for everyone, so it is not just disability‑specific, it is taking something, learning from disability, making all these kinds of things and then document it, in terms of what went on.  That is something that could happen.

Some of this stuff we have been working on in Washington, I have, for 25 years.  Martin for more than that.  And we are going to continue to do this.  And, yeah, we are going to have the same conversations in terms of public policy 10 years from now and 20 years from now and 30 years from now, but hopefully instead of zero percent, it will be 5% or 10% or 15% of folks beginning to get it.

When Bob Dole ran for President, that was a big deal.  He was not afraid of his disability.  Things changed.  So things are changing and positive things.  But they do not change unless you focus.  Unless it becomes a management objective.  And when that happens, then somebody is responsible and somebody documents, then something happens.

And to me, if we are talking about corporate culture, that is what we are talking about.  We are talking about flexibility, individuality, treating people with respect.  You do that and ADA compliance is a piece of cake.  Because that is what it is all about.  It is common sense and common courtesy defined with flexibility and individualization as opposed to rigidity, as to one thing size fits all, one way of doing something.  So it seems to me, I am putting it back on you.
Richard Donovan:
That is good.

Robert Silverstein:
Show us the good, the bad and the ugly, but show us the effort and the roadblocks and the barriers, the federal barriers.  You try to hire people on DI, and they say I am only going to work two hours a week because I am afraid to lose the benefits, and you write a report saying that that system is screwed up.  And when Merrill Lynch says that, that is a big deal as opposed to when somebody else says that.

The idea of diversity and does it include disability.  Fortune 500, that is a great idea.  Well, you know, I was suggesting to some folks in the executive branch, July 26th is coming up.  Perfect opportunity for President Bush to ask a bunch of folks who have done it, bring them together and then say, "Let us have a study and see how we are doing as a nation."  I mean there are all these kinds of things that can be done if you focus.

Peter Blanck:

Thank you, Bobby.
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