
>> Broadcast is now starting. All attendees are in listen-only mode. 
  

>> Welcome to everybody. This is Karen Lee, from Maryland, and I'm here today with Genni 

Sasnett and Gail Fanjoy. And we are subject matter experts, that's what the SME is, for, and you 

don't have to say these initials to get this webinar, EFSLMP, which is the-- here, I'm going to-- 

Employment First State Leadership Mentoring Program. So, first of all, congratulations to 

Pennsylvania for being awarded this grant from the Department of Labor again this year. 

Pennsylvania has had a really wonderful run with EFSLMP and gotten a great deal of technical 

assistance and certainly it's demonstrated throughout the state and all the leadership. So, that's 

the first thing I want you to know. There's some references on this webinar that you're going to 

be able to download. It will be on the website when we're done, and you'll be able to download 

it and take some of the links that are on this presentation. And then also, of course, second of 

all, for all the Eagles fans, congratulations, and I hope you enjoy the parade coming up. So, we 

are going to talk today about best practices in hiring, training, and retaining staff. And it is a first 

in a three-part series where we're going to talk about staffing employment first, and what that 

means. And I'm always kind of from the micro of it, from tricks of the trade and some steps, all 

the way to some bigger ideas about supervision and mentoring. And the next two are February 

27th, we will be presenting, and then also on March 6th, and hope that you can join us for all 

three webinars. So, we're going to go ahead and get started. Here's today's objective. As I said, 

this is really kind of an overview of the bigger picture of what we're going to be talking about in 

the next three phases, webinars. And everybody in Pennsylvania has been so on board with the 

EFSLMP. We had a national provider transformation webinar series, and Pennsylvania had the 

largest number of providers participating. These webinar series have gone really well. You've 

had a number of boot camps. So, what we're trying to do this year in the webinar series is dig a 

little bit deeper so that it's not so much introductory work, but a little bit deeper for folks that 

have gone through the first couple of years of provider transformation and are ready to get a 

little bit deeper. So here's some statistics about you for you, that the median age of your DSPs 

is 40, they have a high school diploma, and your turnover rate is about 36%. I also got some 

statistics from people who are working in the state, and learned that your onboarding of staff is 

about a 40-hour process, with some of your basic training that has to be done. So, when you 

start to take a look at what that cost to bring somebody in and start them off working, and if 

they leave in six months, you've just lost about $5,600. And what if you could take that $5,600 

and use it for something else, like enhancing their salaries, doing some more staff 

development? And so we want to spend some time really talking about decreasing staff 

turnover, and how you do that, by taking a look at who it is that you're hiring, who you're 

bringing in, how you're onboarding them, how you're training and maintaining them, and 

supporting them. And that's what we're really here to talk about, to try to make these numbers 

look better. The real crisis, of course, is that by 2024, we'll need 13,000, or 21% more people 

than are currently doing this. So we need to get better at this, not just in Pennsylvania, but 

across the country. I know that there's been a lot of exposes on, you know, NPR did an expose 

about people with disabilities and sexual exploitation, and there was also something that 



recently came out of the Administration on Community Living, also, about abuse and neglect. 

And from both of those series, as well as from the reports that came out, direct support 

professionals is the key to reducing abuse, neglect, and sexual exploitation. So, certainly, it is an 

area we're all concerned about and that is near and dear to our hearts. So, we don't like the 

word client here, but I think the sentiment is true, which is definitely, when we support our 

employees, they take care of the people we're supposed to be supporting. And if we don't do a 

great job of taking care of the staff that are doing the jobs every day, how can we expect them 

to actually turn around and provide that level of support that they need? I'm going to let Genni 

Sasnett, who is one of my co-presenters, introduce herself and tell you a story about Jackie and 

Alex.  

 

>> Good afternoon, everyone. This is my favorite part, because I love to tell good stories, and 

good stories, especially, about fabulous direct support professionals. And Jackie is certainly one 

of those. She's probably the best I've ever met in my career. A young man named Alex came to 

my agency with his mom after he had been to numerous agencies in DC, where we were 

operating at the time. And he came to us with a very specific desire, a very specific dream. And 

that was the dream of working with horses. And that was the only thing he wanted to entertain 

as a job, and he was quite passionate about it. The reasons, I think, he had been turned away 

from other agencies, or hadn't [INAUDIBLE] in other agencies is that the challenge of finding a 

place to work with horses in Washington, DC is pretty significant. As you all will know, that's an 

intensely urban area, and there are not a whole lot of horses in DC. The police academy has 

them, and then there's maybe one stable in the entire city. But Jackie was not to be daunted. 

She was determined that she would make this match, that she would find the proper job for 

Alex, and that it would be a great max. So, she scoured the town. She went to Rock Creek 

Stables, which she found, just located in Rock Creek Park, and spent a lot of time there with the 

manager, reviewing the job, looking at the tasks that were being performed there at the 

stables, trying to identify maybe where there was a niche there that wasn't being filled that 

would be a good match for Alex. And lo and behold, after an opportunity for an on-the-job trial, 

he was hired. And the match was perfect. And that's all to Jackie's credit. Interestingly, when 

Alex first went, he wasn't interested in riding horses. He just wanted to be around them. But 

after a couple of years of working, he now has become a rider, too. And Jackie helped facilitate 

that as well. So, thanks to Jackie, Alex had a dream, saw that dream fulfilled, and has the 

benefit of being a happy, working guy who now has many friends and has moved to his own 

apartment. Life is good, and thank you, Jackie. I think Gail's going to tell you a story about 

another fabulous [INAUDBLE].  

 

>> Hi. Thank you, Genni. My name is Gail Fanjoy, and I am the CEO of a provider agency here in 

Maine. And I'm still, you know, still stinging from the loss of the Patriots, but I have [INAUDIBLE] 

Eagles. So, my story really is about direct support folks in the role of asker in the ways that 

whether they want to chat with employers or people in community groups or clubs, or 

connecting people to other people to hear their same interests. DSPs in the role of asker is 



[INAUDBLE] for consideration. So this is a story really about Terri, and Terri is a staff person in 

support of Kathy. Kathy is a woman on the autism spectrum, and doesn't use many words to 

communicate, lived in a foster home. Her foster family, as well as her biological family, did not 

want Kathy to be working in any way. So we, you know, had to figure out, well, how is Kathy 

going to spend her time in support in our agency in meaningful ways? And you know, we really, 

really struggled. We struggled for quite a bit of time. Kathy, you know, would draw a bird. She 

was an amazing artist. And so, you know, we had set her up with art classes, which she hated. 

And then she got connected to a woman making baskets, and she loved that. And, you know, 

then that woman moved. You know, just, like, when you figure out, you've got it all figured out, 

life happens. So, Kathy loved to swim, she's a member of the Y, so, you know, we were like, 

okay, she had a [INAUDIBLE] job at the hospital feeling bird feeders, and still really, all that 

[INAUDIBLE] that Kathy was kind of making a mark in her small community. One day we 

[INAUDIBLE] phone call her from her foster family that [INAUDIBLE] and they said that Kathy 

[INAUDIBLE] depending on what they want. And this [INAUDIBLE] requested that we switch out 

one of the weekdays for a Sunday. They were going to church, and [INAUDIBLE] and making it 

clear, and [INAUDIBLE] Terri was the person that [INAUDIBLE] knew a lot about, she knew that 

she was a spiritual person, and maybe there was a way to connect Kathy to a new church. So, 

Terri used the information that she knew about Kathy, and one of the pieces of information she 

used was Kathy's love of music, and not just any music, but rock music. And so they went in 

search of a new church that [INAUDIBLE] more to Kathy's liking. They went into this church one 

day during the week and [INAUDIBLE] this little kind of stage or altar was a drum set and 

[INAUDIBLE] amplifiers. And [INAUDIBLE] said, "Gosh, Kathy, I think we found your new 

church." And indeed, Kathy did go to that church, and she loved going to that church. She loved 

the music. That wasn't enough for Terri. It would be a great story if it ended there, but that's 

not the end of the story. So, Kathy had a meeting with this pastor of the church and said, "How 

can Kathy be more included in this church and kind of grow in relationship with church 

members?" And the pastor said, "What are Kathy's gifts?" I love that question. And Terri said, 

"Well, she loves to drink coffee, and she loves to make muffins, and frankly, she has the gift of 

time." And the pastor said, "How about if the church buys all of the muffin mixes, Kathy makes 

muffins. We'll get her started on a list of shut-ins that would love to have a visit from Kathy and 

a muffin? And we will call that Kathy's Muffin Ministry." Kathy passed away about two years 

ago. She died on a Friday. [INAUDIBLE] where Kathy belonged, the pastor was [INAUDIBLE] 

delivering her eulogy, and the day she died, the week she died, she died on a Friday, she had 

delivered 99 muffins. Kathy knew 99 people. She was [INAUDIBLE]. And it all came from Terri's 

and the [INAUDIBLE] being an asker, how can we expand and deepen Kathy's relationships in 

this church?  

 

>> That's a great story, Gail. [INAUDIBLE] again. And it actually goes right into the next slide, 

which is really about changing the vision of staff. Now, probably everyone on the phone and 

certainly my co-presenters can recall when the jobs of direct support professionals really were 

considered more caretaking kinds of jobs. [INAUDIBLE] have evolved [INAUDIBLE] and we have 



a need for more staff like Gail just was describing, staff like Jackie, the staff that was a 

champion for Alex, that I described. And really, we're beginning to see this work, especially 

around employment first, that's fundamentally a [INAUDIBLE] extremely helpful to them when 

you can help them see that, and help them feel the importance of that. You know, a lot of 

people do jobs that they don't love, and don't have a happy work life. But very few people have 

a work [INAUDIBLE] and that is a work life where you can go home at night and know that 

you've been a part of something larger than yourself, something larger than just the job you've 

done, something that a movement, and in this case, it's a civil rights movement [INAUDIBLE] 

very proud and noble thing, and something, again, I think it's incredibly important for us to 

make sure that staff understand. Staff are also the change agents. You know, Gail and Karen 

and I could talk 'till the cows come home, you know, about social change. But what is actually 

going to make the social change is really people observing people with disabilities in the 

community being productive, being capable, being confident. And it's our staff that helps 

position people in such a way that those observations can be made. You know, our staff are not 

here to fix people. That's not our job. People with disabilities are who they are just like you are 

who you are, and we all can learn new things and gain new skills. But we are fundamentally 

who we are. So, the job of the staff is not to change the person with the disability. The job of 

the staff is to help change society's perception of people with disabilities. And they are able to 

do that by being, just like the story of Terri, just by being Terri, being there, being an advocate, 

highlighting Kathy's ability. Like Jackie, highlighting what Alex could do, not what he could not 

do. So, you know, I think it's so important to put staff's jobs in the context of the bigger picture, 

that their job really is now so different, so different from just caretaking. It's much more 

profound than that. And it's also a job with navigation. Because society is pretty complicated, 

even, you know, for all of us who are older and have been around for a while. So, finding 

opportunities and kicking down doors to have new experiences, that's something that the staff, 

you know, are helping to do. And again, reflecting back on the story of Terri, she negotiated 

opportunities for Kathy. You know, Jackie negotiated opportunities for Alex. They had to pick 

up the ball and go with it, the individuals. But the staff had the vision of what their role was, a 

vision of what people's lives could be, and they acted on it, and it made a huge difference. So, I 

think it's critically important that we continue to help staff see the importance of their roles. 

Karen?  

 

>> Sorry. Okay, there we go. I just want to do two housekeeping businesses before we go on. 

Number one, I said the wrong dates. It's February 27th and March 27th for the next two 

webinars. And then also, to let you know, if you have any questions, please just type them in 

the question box, and we'll take some time throughout to stop at each of the sections to go 

over them. So, please feel free to do that, so. A lot of times, we call folks high performing staff, 

direct support professionals, but the first thing that we've got to do is figure out where do they 

come from? You know, where does Kathy come from? Where does, sorry about that, where 

does Terri come from? How did she get to our agency? Where does Jackie come from? And all 

of us, I think, have these people in our organization. These are all folks that are around. Did 



they come through referral? Did they come through social media? And if we had some time for 

polls here, I would ask that question, if you know that. That's a really important question to be 

asking. In our organization here at SEEK in Montgomery County, Maryland, we actually track 

that. And in our last quarter, 71% came from referrals, somebody who knew us, either a family 

member, somebody who received services or somebody who received supports, another staff 

person, something like that. And then next, Indeed, we use that. It's an online process, Indeed, 

was about 20%. And last of all was advertising online in traditional advertising places. And we 

keep this every quarter so that we know, huh, if we're getting that much in referrals, we 

probably should start a referral program where we're giving people rewards for doing referrals. 

So, we're going to talk about what it is you need, and how do you know what you need in a 

staff position? How do you know what it is in a Jackie? How do you know? How do you find that 

out? Well, you have a couple of requirements right now in your state, and for people to be able 

to bill for employment supports. People have to have either the CESP, the Certified 

Employment Specialist Professional, or ACRE, have had an ACRE training, the Association of 

Rehabilitation Educators, Community Rehabilitation Educators, one of those. And I just want to 

tell you that I know that the ACRE training is few and far between in your state, and as a result, 

about 70% of the people in your state are using the CESP method right now. Pennsylvania's got 

I think eight or nine scheduled CESPs, and you can go the APSE website to find that. So those 

are some of the competencies. If you go to ACRE or CESP, you will find written out the 

competencies that are assumed a person has if they've had that training. And those are great 

ways to start job descriptions, are those actual words that are on there. I'm going to show you 

also one of my favorites, which goes beyond kind of knowledge, but goes into more 

characteristics, and that's this one. And you'll find this, that was the last one on the list I just 

shared with you. And that is, this is the CE components, the customized employment skills and 

competencies. So, the Department of Labor, the Office of Disability Employment Policy has 

done a lot of work around trying to figure out what it is, are the characteristics of the very 

people we were just talking about. And I think that both Genni and Gail would agree that these 

are very common. They're planning and organized, they have a positive approach on life, they 

know how to do the job work, they know how to network with a business. I love the story about 

Jackie. She didn't leave. She stayed and developed a relationship and kept going, so on and so 

forth. Communicating with others, obviously that is a skill that folks have to have. So, these get 

not only into the technical skills or the technical competencies, but also the characteristics. And 

you can find this, it is the bottom one here where it says ODEP Customized Employment, if you 

go there. And this is all written out really nicely. And so you can plop that right into a job 

description as you start looking at job descriptions as we go forward. So, these are also the 

things that we look at beyond just the skills that people have, or the knowledge. You know, we 

want folks to know about a ticket to work, and we want them to know about Social Security, 

and we want them to know about jobs and so on. But what are some of the other kind of 

characteristics and qualities that we're looking for? And this is a really great list to use. And 

these are hard sometimes to test for, but if you keep these in your forefront, and you can even 

use them in an ad, looking for an innovated person with a strong work ethic. There's a lot of 



ways that you can write that up. And that will turn into a real tickle for people who consider 

themselves having some of these skills. So, this is another really good list to look at. Do you 

want to talk [INAUDIBLE] about this?  

 

>> Yeah, I'm going to talk about job summaries, excuse me, from a job description. The 

important thing is that, pardon me, I have a frog in my throat. When Karen and Gail and I have 

been talking about this presentation, a lot of what we talked about was just what Karen was 

referring to. We certainly need skills and competencies in staff. It's vitally important that we 

have skilled people, especially as the jobs become more complex. But we need people who 

come to the workplace with certain qualities and characteristics like Karen was talking about on 

the last slide. Because our work is so philosophically important to understand the foundation of 

our work that we really need people to come to us who have strong values, who will embrace 

the values, or already have some of the values in themselves that are necessary to carry out our 

work in the way we want. But it is also very, very important that in all of the materials and job 

summaries, job descriptions, orientation materials, everything that we're doing when we're 

touching staff in any way is imbued with the values and the beliefs of the agency. You want to 

make sure that you're constantly reiterating those in various ways, and embedding those values 

into various documents, so that it is always being repeated, and always in the forefront of 

everyone's thoughts. So, for example, in this job summary, it talks about, you know, working 

with people and their circles of support to identify interests, skills, and talents, specifically to 

facilitate community-integrated employment. From the beginning, talking about circles of 

support, talking about focusing on interests, talking about focusing on talent, being very clear of 

what we're going to be looking for. And [INAUDIBLE] and the personnel needs that sets up from 

customized employment, or any kind of job matching. We not only want to make the point 

from the beginning [INAUDIBLE] you know, and this is a job development description, by the 

way, that [INAUDIBLE] should be focused on the individuals, but they should also be focused on 

[INAUDIBLE] the business. And then ultimately, the objective is going to be to make a sound 

match between the work aspirations of the individual and the personnel needs of the 

employer. But the important line there is which results in satisfactory outcomes for both 

parties. So, in this short description from the job summary, they should get a very good flavor 

of what the task is going to be. And again, using certain key phrases in there is communicating 

not only what the person is expected to do, but sort of the qualities with which they should be 

approaching their work. So, [INAUDIBLE] so, in addition to just stating what people will be 

doing, it's important, again, to try to think of language that not only states what you're going to 

be doing, but sort of how you're going to be doing it, with what spirit are you going to be doing 

it, with what philosophical foundation are you going to be coming from, as you are doing your 

job? So that-- Karen, you can go on to the next one. Okay. Now, Karen touched on some of this, 

but I'll [INAUDIBLE] some of it again. It's very important for us to understand who we are hiring 

and where they came from. So, we definitely have to have demographic information on our 

staff, so that we can analyze that information as we move along, and glean things from it that 

will help us with our future efforts. We need to know, how did we get this staff? Why did we 



attract them? Why did they come to this agency and not another one? And what strategies are 

we using that seem to be working? We need to look at how long we're keeping staff, and if 

they're staying, why is it they're staying? What is it that satisfies them about their work that we 

could enhance and use to attract others, and to keep others for a longer period of time? We 

also need to understand why people leave. And we obviously need to know how they come and 

why they come, and why they stay, but why is it they leave? Are there something that we can 

identify about people's satisfaction with work that we could change, and assess the longevity of 

the staff? It's extremely helpful, when you're looking at data and trends, to have a very robust 

human resources database, so that you can keep this demographic information and other 

information that will help you, again, to announce this at appropriate times of how successful 

you're being, or how unsuccessful you're being, and change your methods accordingly. It's 

helpful, for example, if you have applications that have some questions on [INAUDIBLE]. For 

example, one of the questions would be, how did you hear about this job? And if you can 

collect that data, enter that into your robust HR database, then that will help you over time. It 

will identify the source of [INAUDIBLE] heard about you. Exit interviews sometimes can be 

difficult to do, because sometimes people leave without an opportunity for anyone to conduct 

an exit interview with them. However, when they can be done, and an exit interview is an 

interview done with someone who is leaving the agency. Generally, if they're not [INAUDIBLE] 

you're not going to get an exit interview, but if somebody's leaving their [INAUDIBLE] and 

they're helpful if they're done by someone in an HR department, or someone that is obviously 

not a supervisor person to the staff who are exiting. If you get these [INAUDIBLE] insights 

about, you know, what the person enjoyed about their job and why they're leaving, where 

they're going to, [INAUDIBLE] about the job, and again, those are things we can address to 

improve your longevity in the future. I've been a huge fan of satisfaction surveys for staff, and 

[INAUDIBLE] former agency as the chief operating officer for an agency headquartered in 

Washington, DC, and providing services in multiple states, in six states, and we had quite a large 

number of staff, about 800 staff. But every year, we conducted satisfaction surveys with the 

staff, and they were mostly electronic, but a few people did them on paper for various reasons. 

But the survey asked the same questions every year, so the survey did not vary, so that we 

could compare results across many years, and see where we were improving, and where maybe 

we were falling down somewhere. It wasn't an extremely complex survey. [INAUDIBLE] complex 

survey to [INAUDIBLE] and we made very, very sure that staff knew that they were completely 

anonymous. They were sent to Colorado, and the results were analyzed there, and we got 

probably almost hundreds of reports out of the analysis that looked at the [INAUDIBLE] results 

in many different ways. But what was very valuable about it, in addition to giving us some 

insight, you know, into where we were doing well, and where we were not doing so well, is that 

we made sure that subsequent to the survey, staff participated voluntarily in some workgroups 

that addressed some of the issues that came up in the survey about things that weren't 

satisfactory to staff. So, not only did we get to hear from the staff, you know, what we're doing 

well and where they were satisfied, and where they were happy, it also gave us a mechanism to 

let them know we heard them and get them involved in problem-solving on the very things 



they were concerned about. So, I think that's it. Karen, you can go to the next one. All right. 

We're going to talk a little bit now about marketing and recruited, and Karen, you can go to the 

next slide after that. So, you know, I'm a very-- and I'm sure you're getting this from my 

[INAUDIBLE] but I'm very passionate about messaging and marketing. Everything you do and 

everything you say communicates something, and people pick up on those messages. So it's 

very important to be thoughtful as you are recruiting, because you're really marketing to new 

people that you're trying to attract. So you have to ask yourself, what message is it that I'm 

communicating? If you're communicating the old, "we need a caretaker" message, that's not 

what we want to hear today, and that's not the person we want to attract. We're marketing in a 

message now that has to be more oriented towards things that are going to attract the 

different populations that you're going to be marketing to, and trying to recruit from. And the 

messages that you're communicating have to be tailored to those specific markets. So, for 

example, if you're marketing to millennials, you better market electronically, first and foremost. 

But secondarily, millennials are known to like autonomy, and known to be attracted to issues of 

social justice. Well, that's right up our alley, because now we are looking very much for people 

who can be more autonomous. They are in the community most of the time, working without 

direct supervision. They have to be very self-managing folks. When we're going to tap into 

pools of retired folks, then you have to change the message a little bit. Because for that group 

of people, they're generally more interested in part-time work, or, you know, working at times 

of the day which are a little different than most people would be attracted to. Then with 

parents, and often I have marketed to parents for recruitment, because I happen to have 

positions that were available mid-day, and so their schedules would match up with the 

schedules that I needed. That recruitment message was different for that group. And as a 

matter of fact, I had a circumstance I could remember where we did some marketing 

particularly to an ethnic group, and that was because this was in the DC area, where there's a 

large immigrant population. We ended up having quite a number of people that we were 

supporting who were Filipino, and we very much wanted to have some Filipino staff. So we had 

to see, what are the local modes that people receive information though? Is it a local Filipino 

radio station? Is there a newsletter, or a group, or a religious institution? How do I find that 

group of people, and how do I tailor my marketing messages to that particular group of folks? 

And that's just the thing, social media, and Karen said it before, is absolutely the way things are 

going these days. Much recruitment does occur through social media, so it's important to, you 

know, have those outlets and know how to use them effectively. And Karen, you also 

mentioned coworker referrals, and in our agency, we did have coworker-- sorry, we did have 

referral bonuses for people who identified staff and brought them on. And having bonuses 

were very effective, but they were also contingent on a successful hiring, and a person making 

it through their initial introduction period in the job successfully. So that was to prevent people 

from just giving us a whole bunch of people that indeed were not going to be well-suited to the 

job and the organization. Obviously, everybody knows, and this is related to the coworker 

referral, that networking, just reaching out to all of the people that you know, that you have 

contact with, the institutions in which you are involved, the civic associations, networking is a 



great way to find a job. It's also a great way to find staff. So, doing networking is really 

important. And sometimes something happens that's totally out of the box. And I'll tell you a 

quick story on that. I was with my colleague one day, shopping after work. And we went to a 

shoe store. And we were going to buy some running shoes. We got such fabulous customer 

service from this one young man that we looked at each other and said, we need this guy. We 

need this guy. He has the best customer service I've ever seen. He would be a wonderful 

worker, and I think he'd have a profound influence on the people around him. So we persuaded 

this guy to apply for a job. Now, we wasn't an individual who had a lot of experience in our 

particular field, but that wasn't a problem. Because what he did bring was that incredible, 

excellent customer service orientation. We could teach him about working with people with 

disabilities. That can be taught. Things like quality characteristics, and him being a person who 

has a great personality, those are not things that are easily taught. I think one of the things that, 

you know, we have to balance is, you know, historically we've looked for people with 

experience. That was sort of the, you know, gold standard. Who has worked the longest in this 

field, you know, amongst diverse groups of people and has this kind of experience, et cetera? 

But in the world that we're in now, it seems to me that the skills that we need people to have, 

the competencies that we need people to have, those are things primarily that can be taught. 

And we're good at teaching. That's one of the strengths of our field. What we can't teach 

somebody, because you learn it over a lifetime, is values, is qualities and characteristics. Those 

are things that people largely bring to the workplace. We don't teach them. So, our methods 

are changing a lot, because we're trying to dig deeper and get to, you know, what we really 

value in people. So, in recruitment, you have to, you know, write a job posting that's going to 

attract the kind of people that you want. And the better you are at keywords and writing 

postings that have key phrases in them that are successful in searches, searchable databases, 

the better off you're going to be. Again, values are something that needs to be reflected in the 

job posting, just as it's reflected in the job summaries, just as it's reflected in the job 

description, just as it's going to be reflected in your orientation. So you really have to be 

thoughtful in the language you're using when you're describing a particular position. And so 

you're always speaking in person-centered terms. You're always thinking of them, gearing the 

ads to the qualities and characteristics that you're looking for in the staff, and you need to focus 

the ad on what the person's going to be doing, and what the expected outcome of that work 

should be. Karen, please go to the next one. Karen? Thank you. So, here's a sample recruitment 

ad. And it's, you know, [INAUDIBLE] and in many cases, this is too lengthy an ad to put on social 

media. But sometimes when you have written ads, I can think of circumstances where we've 

gone to churches and things and handed out fliers. For instance, in smaller towns in which my 

agency operated, there was more reliance on newspapers, or maybe job boards at restaurants 

and things like that. But I'm showing you this because I wanted to show you how imbued with 

the qualities and characteristics this ad is. And you'll notice, we want a motivated self-starter. 

Strong working ethic. Good self-direction, organization. Professional appearance. Problem 

solving. Enjoying people. Developing relationships easily. You know, we're trying to express the 

qualities and characteristics that we are hoping people will have. And hopefully, if you have 



these qualities and characteristics, you would be attracted by an ad that reflects them 

repeatedly. Now, when you're using social media, you need to be very thoughtful, again, about 

the job title that you're putting in the ad, and making sure that it's something that's going to 

grab the people that you want to grab, and narrow the field of people who are going to be 

responding. Not narrow it, you know, overly, so you don't get many responses, but narrow it to 

people who would really be attracted to that kind of job. And, you know, there are many 

different search engines or websites that you can use for advertising, or for recruiting, things 

like Monster, Indeed, even LinkedIn has that capability as well. ZipJobs, ZipRecruiter, there's a 

number of them. But as you are using those particular platforms, it's important to pay some 

attention to guidance that they will give you, actually, on most of those websites, in terms of 

how to draft a good job summary, how to be thoughtful about picking out good titles that will 

attract the people you want, how to make sure that you're using phrases repeatedly within the 

ad so that if people are searching for certain kinds of triggers, that they will see them. There are 

some resources, and I didn't put this on the slide, but hopefully, if you're listening, you could 

write this down. There's a website that can help you identify key phrases or key words that are 

good to put in titles, and that's adwords.google.com. And again, it can give you some good 

examples and help you in that regard. And Gail, I think you're going to talk about recruiting for 

Laura.  

 

>> Sure. Thank you. This is a little longer than some of our ads that get written with people, but 

from their perspective, we always try and make sure that what is important to them is in there. 

And you can see that this is a woman who, you know, is active, she skis, she dances, and has an 

active social life and a lot of friends. And then we weave in there, well, you know what? She 

also uses a wheelchair. But she can transfer to a regular vehicle, so we don't want to give the 

impression that you, you know, have to have any special skill or a special vehicle, because all of 

our staff do transport, for the most part. There are, within this job ad, because it does take up a 

lot of Laura's day, we wanted to make sure that we did put in those things that are what we call 

"getting ready for life." So, getting dressed, and eating and preparing meals, and shopping, and 

keeping house, and, you know, giving her medication, and all those things that she just really 

needs absolute, total support to do. But then we talk about, but that's not what the job totally 

is. Those are important things for her, obviously, but that, you know, we were really looking for 

people, she's really looking for people to support her in her upcoming job. She also volunteers. 

She loves to be on the go. And that is really kind of the heart and soul of what she wants people 

supporting her to like to do. So, she does have a team already, and so she said, you know, 

you've got to sit in with the rest of the team. You've got to blend in. You've got to get along, 

right? You've got to be able to communicate really well for that. And, you know, I remember 

one of the very first ads we wrote with a person's input, with their input. Her name was 

Barbara, and so, you know, we were going for someone, you know, again, the qualities and 

characteristics like Genni has been talking about. And, you know, we said to Barbara, "Is there 

anything else you want us to write?" And she said, "I want them to have a sense of humor." Oh, 

yes, of course, that would be important. It would be really important to me, too. And then we 



were about to, you know, wrap it up, and she said, "I have a cat. They need to be able to like 

cats, and not be allergic to cats." Right, right. So, you know, when people start really living real 

lives, some of those things are really important in their lives, and we have to hire staff to fit in 

with those. I believe this ad exclusively appeared on social media, on our Facebook page. But 

we also put ads very similar to this, if we're recruiting for a particular person, or sometimes a 

geographic team of staff, we will use small town newspapers. I live and work in rural Maine, 

and everybody reads the newspaper, and so small town newspaper ads are really great. Of 

course, I believe most of our staff comes from staff referrals. And we also have this really, I wish 

I had one in my hand to describe it to you, it's a business card-sized recruiting card. And the 

whole idea behind it is everybody has, you know, a bunch of them. And when you, like the shoe 

store, Genni, I loved your story about the shoe store, and that clerk that waited on you. I was in, 

one of the impetuses for this is I was in a Wal-Mart, and this man ahead of me in line gave this 

cashier such a hard time. And the cashier was so wonderful with that man, and just really 

problem-solving, and patient, and kind. I don't think I would've been able to be that kind. And I 

said, I would've wanted to hand him a card saying, "You can make more money if you come to 

work for us, and you've got some of the qualities we're looking for." So, now we really do have 

those little cards that are recruiting cards, so it's really pretty cool. All righty.  

 

>> So, unfortunately, we had a video here, but GoToMeeting doesn't support, these webinars 

don't support video. So I did put up the website. You can go take a look at it. This is a product 

called a realistic job preview, and RJPs. And at the very end of this webinar, you will see a link to 

the University of Minnesota Institute of Community Inclusion, which is kind of the rehabilitation 

training center around staff development and workforce development in our field. And so we 

read a lot about this processes that they have studies, about how to decrease turnover and 

increase retention. And one of the things that the study suggested is that you do an analysis to 

find out when people leave. And what we found is, the majority of leavers left in the first six 

months. And so, can you imagine, if it costs us $5,600 every time we have a staff turnover, 

because of the cost of training, and recruitment, and overtime, and ads, and the time that it 

takes to interview people and on-board them, how wonderful it would be if we could decrease 

the turnover of the first six months, the leavers-- we call them leavers-- of the first six months? 

And one of the things that we did, similar to what Genni suggested earlier, was looking at why 

people left. And one of the things we found is that most people didn't really understand the 

job. And they thought they knew what they were getting into, but they didn't. And so this 

realistic job preview, we have one for every department in our organization. And it starts off 

with me talking a little bit about the field and about the organization. And then it goes on to a 

manager in the specific department, and then maybe a mid-person, a mid-level person. So in 

our employment, we have the program manager for employment. Next, we have a job 

developer, customized employment consultant. Next, we have a job coach talking. And they 

really give a true dialogue about their job. I really don't like this part. I really like this part. I wish 

that I knew more about what I was going to do every day, or I wish I had better contacts, or I 

really like the training in this organization. So, it really spoke not only to their job, but to this 



organization, and they used both positives and negatives. We want it to be a realistic job 

preview. Sometimes when we do shadowing and other techniques like that, you see a very 

small part of the organization. But this is a way that we decrease our early leavers, the people 

who leave in the first six months. We almost cut them in half when we started using these 

realistic job previews. So, Google them. There's a lot of them throughout the country. There's 

great examples on the University of Minnesota ICI website that's in the back, and then 

hopefully you can get to this YouTube page as well. And this is just kind of a funny thing. We 

talked about how critical it is that you have a good first impression. And really, for both ways. 

We want the potential employee to have a good impression of us. And as the potential 

employee, you want to have a good, you want to be giving a good first impression as well. I just 

thought this was kind of a funny little thing that sometimes happens in our process.  

 

>> Thank you, Karen. I'll talk a little bit about the importance of having a very inclusive process 

for interviewing in particular. Obviously, any time that we can involve the people who will be 

supported in the interviewing process, that is very important, too. And in a case where 

somebody is going to be a direct support to someone in all aspects of their life, they need to 

know who that person is. They need to be involved in the selection process, in the interview 

and selection process. But I think sometimes I have observed, and I probably made the mistake 

myself, that we involve people, or we invite people to be involved in interviews, but we don't 

prepare them in any way. And the truth of the matter is, interviewing is actually a skill, you 

know? There are some competencies associated with being able to conduct interviews well. So, 

my advice is that one, we include people who will be supported as often as we possibly can, but 

two, make sure that there is some preparation for that interview process, so the person doesn't 

feel like they're just sitting there, not being involved. And when the person who's going to be 

supported does become involved, and they are beginning to ask questions, or following a 

certain line of questioning, be sure that you're following along with them. What is it that 

they're trying to get out? What are they trying to say? What are they trying to find out about 

this person? And hone in on that, and try to be supportive to them as they are, again, just doing 

a particular line of questioning. And Karen, next one. For the interview itself, let me go back to 

my soapbox and talk, you know, about the importance of values. That's really going to be 

something we're going to be focusing on in that interview process. But increasingly, we're also 

going to be focusing on other issues like geography. I think it will be later on in the series, we'll 

talk about decentralized services more, but we are increasingly becoming an industry that is 

highly decentralized in our service delivery, which is the opposite of how we have historically 

been. You think about it, we used to always have the center, and the building, and everybody 

came to the building, and staff came to the building, and that's what happened every day. And 

it was not considered to be relevant whether that building that everyone came to every day 

was in fact in their home community. And often, we have had people traveling great distances 

from their home communities to receive services and supports in other areas. So, as we are 

trying to move back and get people closer to home to receive their services, so again, they can 

be in their home communities, then we're also beginning to think about what communities are 



the staff from? You know, are we looking for staff that are in the home community of 

somebody that we're recruiting staff for? And there's many reasons that you would want to do 

that. Obviously, that person who is from that community knows that community well. And they 

may know resources in that community that we have no idea about. And also, they should have 

some connectedness in that community. So, if that's their home community, they know people. 

And knowing people is the way you get things done. That's how you find out about people. 

That's how you make connections. Now, I think all the time about, in my organization, we took 

over another organization that was failing in northwest Tennessee. And that organization drew 

people from five large counties to one center in the middle of all of that. The people were on 

buses hours and hours and hours a day, and it was not a favorable situation at all. One of the 

first things that we did was begin to look at where people were coming from. You know, where 

did these individuals live? And we began to discover that other small feeder towns around this 

center, this five-county area, was where people were coming from. And that's where their 

communities were. And then we started asking our staff, "Well, where do you live?" And found 

out that a lot of the staff lived in the same communities. So, it was like a revelation, suddenly 

realizing that we were bringing people out of their community, we were bringing their 

supporters out of their community, and our objective is supposed to help feel included and 

involved in their community. So it was really an eye-opener. But now we really consider 

geography. Where do people live? What may they know, you know, about a certain area that 

would help facilitate what we're trying to accomplish? We do ask a lot of questions about 

community connectedness. You know, what do you like to do on your weekends? What do you 

do in your spare time? You know, are you involved in certain kinds of clubs or associations? 

Those are important things to know, because in fact, if someone isn't very connected, and 

they're a severe introvert, for example, it's not going to be very easy for them to help connect 

others, since that's not something they do for themselves. We also try to learn about people's 

ability to be flexible in the interview process, because, you know, my agency was one that was 

100% community-based across six states, as I mentioned before. So, with no buildings 

whatsoever, everything was in flux all the time. There were many, many moving parts to the 

organization where people were working, and then doing things in the community, and yeah, 

all kinds of stuff. So, as hard as we tried to be thoughtful in our scheduling, invariably things, 

the minute you get them set, they change. So, if you are interviewing someone and it's 

immediately evident that they're not a very flexible person, then you know already, this is really 

not going to be a great match. So, we're really trying to, you know, look at some different 

elements that we haven't historically looked at, so we can now match the person to the job in a 

better way. You know, this is a new job, this is a different job than we recruited for before, and 

so you have to take everything and reconsider it after moving into this new paradigm. And you 

want to have employees that you love, and this is actually Karen's phrase, determine if the 

prospective person is one you can stand up and cheer about. And I think that's important, as 

well as knowing that that person's a passionate advocate for the person that they're serving. 

And here's a list of some sample questions. I won't bore you by reading those to you. You can 

certainly read them yourself. But if you glance through those, you'll see that, you know, we're 



asking different kinds of questions about, again, how are you spending your time? How 

connected? How comfortable are you meeting new people? How do you describe your 

personality? And especially questions about independence and self-management. Because, in 

my organization, you know, I could not see some of the staff for days and days and days. And so 

they're out there on their own. We need to know that they can work independently, that 

they're a self-starter, that they have a strong work ethic that's going to keep them steady as 

they are working in a more autonomous situation. All right, Karen. Okay. All right, Karen 

mentioned the realistic job preview, which is great, and I think that's wonderful to use that 

method. You also can do some job shadowing and observations, and we did that in my 

organization, because interestingly, and I suspect national data would bear this out, we found 

the same thing, that we lost people early in the game, you know, in that first six months. If you 

made it past that six months, you were more inclined to stay for a couple of years, but that first 

six months was a tough period. And it is likely, for the very reason that Karen mentioned, 

people, even though we may do a great job of advertising, we may do a great job of 

interviewing, we may write a great job description, it's not the same as actually seeing what 

people are doing who are doing that job. So, we would arrange for people to make 

observations of staff, sometimes arranging for staff to spend a whole, or at least a partial day 

shadowing the staff as they performed all the elements of their job. And when we did this 

second, when we had the staff spend a considerable amount of time, or the job seekers spend a 

considerable amount of time with the seasoned staff, we would always ask that seasoned staff 

later, "What was your impression? Did you get an impression of this person? Do you have a gut 

feeling about them?" Because we learned to trust our seasoned staff, because they can spot, 

they could seem to spot in a minute who was going to be a good fit and who was not. Okay. 

Gail?  

 

>> Me? Okay, I think that, you know, it just seems like we've covered a lot of this ground 

already, but in terms of, you know, who do you ultimately choose as a staff person is really 

dependent on, for example, you know, who you're hiring, who you're hiring for. We find it 

actually easier to be hiring for one person, a staff person around one person, versus a number 

of people who may be supported in a geographic team of staff, versus somebody who may be 

coming from another agency that has credentials that you're looking for, but they're kind of 

untested to you. We do really pay attention, though, to if we can, and all possible, and we do 

find ways to [INAUDIBLE], to have prospective employees spend time with people, actually, 

before, you know, to see if this is something that they really want to do even before they are 

hired permanently. For example, we, when you are working in community settings where, if 

your staff person is ill or on vacation, it's not like, you know, there's somebody else immediately 

to take over. So, we have quite a few, never enough per diem staff or fill-in staff. Sometimes, a 

lot of times, people come to our door as a per diem staff person, where we really get a look at 

them and see what they're most suited to do. That's always a really-- and then we hire our per 

diem staff, and then we don't have any, right? So we really do consider the skill and comfort 

level, and there, obviously, geography matters, as Genni said. We try and hire staff from the 



same community as the people that, or person that they need to be supporting. We also really 

do consider, you know, what the people themselves say, or their family members. Sometimes if 

they, you know, they have an opinion, especially if they've been in on the interview, we 

certainly take that very seriously. We support a man named Brent, and Brent is very, very 

peculiar about staff, particular about staff. We are in Maine, we are the employer of record. 

There's no kind of self-determination where people get to hire their own staff and pay them, 

and have their resources and pay them. So, we're the employer of record. However, that 

doesn't mean that people, you know, don't have a big say. And Brent had a vacancy in his team 

of staff. He has a team of three staff. And we had one of our per diem staff filled in there. 

Everything was going really well. However, we still put out an ad for a staff person for Brent and 

went through just the mechanics of interviewing. But we knew, you know, gosh, he's going to, 

you know, pick the person that he's most familiar with, this per diem staff person who's been 

working for a few weeks with him. And Brent said no, he wasn't going to choose that person. 

He was going to choose another person. And we asked him why, and he said, "Well, that other 

person really loves camping, and I really love camping, and she actually owns a camper." And 

that was, I'm going to say, 15 years ago, and that person is still supporting Brent today. So, I 

think it's really important that we certainly don't forget the gut feelings, right, of the person 

that's going to be the most impacted by your hire. We also have shown up in front of the Maine 

Human Rights Commission three times, and have prevailed three times. So it is important that 

you do dot your "I"s and cross your "T"s. And we have a scoring mechanism for all kinds of 

things that we consider. The application, the interview, the person's resume, and a number of 

other factors. And we always interview in a team, and we always score, and we go with our 

higher score. Just [INAUDIBLE] that's always a winner, especially when you're standing in front 

of a commission, where someone has said that you have been discriminatory. So, again, that's 

important. So, here are some of the things that you obviously need to consider before you 

make an offer. You know, it's getting harder and harder, I think, to do background checks. I 

know we don't really say much about people who leave our employment. But, you know, we 

[INAUDIBLE] in a supervisory role. Everybody who works for our agency needs a valid driver's 

license because they are the transportation, how people get around [INAUDIBLE] background 

checks are things that we must do with the state. We don't have a basic skills test Karen was 

talking about in Maryland, where it is a test, a reading and writing test. Is that correct, Karen?  

 

>> [INAUDIBLE] basic math. Yeah, basic math and basic reading, so that you can then turn 

around and pass the medication administration tests.  

 

>> Okay, right. [INAUDIBLE] and right, and people, you know, that are hired at our agency do, if 

they're going to be giving meds in any way, they do need to pass that, but not everybody does. 

And so not everybody does need to pass that. And then, obviously, the certifications that they 

must have in Maine, the online certification is the [INAUDIBLE] support, and they have six 

months to get certified. So, they have to be pretty, you know, versed in computer applications, 

and we walk them through it, and we provide mentoring and other support, too. But it would 



be really nice if they are kind of versed in-- actually, our application for hires is all online, so you 

have to go online to even apply to work at KSI. [INAUDIBLE] yeah, those are a must as well. So, 

this is an interesting dilemma, isn't this? So there's all the, you know, balancing of that 

paperwork, pitted against the philosophy and values of your organization, which you really 

want to hammer on. And of course, you've already introduced people to the philosophy and 

values of your organization through your recruitment methods, through your interviewing, and 

the initial ask to make the selection for the person. And then you want to make sure as well 

that they really get an opportunity within that first week, and our orientation is a week long, is 

to make sure that they go out there and do some job shadowing and mentoring. Next slide. We 

do know that shorter and more focused training sessions are better. However, there's so much 

to do, so very little time to do it, so I think that, you know, this is ideal, and I know that 

certainly, probably we violate that every time we hire somebody. But we can break it up, as I 

said, between that online learning, sit-down learning, in the field job shadowing, and then 

having presentations and storytelling, a lot of the things that we do around the values and 

philosophy of our agency. Next slide. So, yeah, listening to what people supported have to say, 

even after a hire. We have a man, Lenny, who we support, and he does a presentation to staff 

on about day two, day three, about what he wants DSPs to know, and to be able to do. So, they 

get to hear directly from somebody supported. He's the person in charge. He's in control, and 

they work for him, essentially. We use, again, stand up and cheer, employees as mentors, and 

make sure that people understand that, our staff understand that they are rewarded for 

referring people. If people, if staff make it through their orientation period, then there's a 

bonus for the new staff person as well as a bonus for the referring staff person. We use pretty 

much the same system for employment, for people who work exclusively in employment, get a 

bonus for customized jobs. But there's also a bonus, if you are a staff person, any staff person in 

this agency, and you gave that employment job developer a lead, then you also get a bonus. 

Next. So, it's really important that everything line up. And when I talk about line up, I mean that 

your mission and your values [INAUDIBLE] to be spoken, written, and observed. Or else your 

words are going to [INAUDIBLE] sound hollow. So, everything needs to line up with what is 

written, so as your strategic plan or your strategic vision needs to match what people are 

learning and hearing in orientation. We do quite a sit down and we actually do it on 

[INAUDIBLE] there won't be a quiz. But really talking about some of the common stereotypes 

around people with disabilities, and how it's up to them to see people differently. And we tell 

stories about people who have valued roles, and what that looks like. And it goes on for quite a 

while. You know, in Pennsylvania, you are very, very lucky. You're very blessed to have the 

Keystone Human Services Institute in your state. There is, that's a new bill from Harrisburg, 

Pennsylvania, [INAUDIBLE] introduction to [INAUDIBLE], that's in March, March 6th to 9th. So, 

just a little advertisement for that. That's coming up for you folks. I [INAUDIBLE] really, our 

foundation of social role [INAUDIBLE] is one of the highest determining factor of where we are 

today in terms of transforming our agency. So, I thought I'd put this final story in here. Again, I 

get to meet with every new employee, whether it's a permanent staff person, or somebody 

working per diem, and we, a few months ago, hired a man named Kevin who was coming on 



board as a job coach. And Kevin is a retired high school special education teacher. He lives and 

works in my hometown. And I specifically told a story about Mike, because he remembers Mike 

from high school. And he remembers Mike as a man who, when he left high school, when he 

aged out of school, had absolutely no expectations around him, and no aspiration. And he was 

[INAUDIBLE] always be a dependent person in our little hometown. And I was delighted to be 

able to share my story with him, and to show these pictures of Mike. He was blown away. I 

mean, it's wonderful when you can sit in orientation and see people having epiphanies, and 

that's certainly what I witnessed on that day. Mike is a man who owns his own home. He has a 

big garage on his property, and that's where he runs his small engine repair business, and he 

has a woodworking shop in there. He has a wage employment as well. He works for a church. 

It's the church he goes to, where he serves on a number of church committees. And he's my 

boss. He's a member of KFI's board of directors. And so it's important to give new staff a sense 

of where your services can end up. Now, I didn't do any of this for Mike. That was not my doing. 

It was the doing of the people who were sitting around the table. And I challenged them to 

make sure I will be telling a story that they created, that they helped to create at orientation 

down the road. All right.  

 

>> Genni? I think you're on mute, Genni.  

 

>> Sorry about that. I was on mute. Thank you very much. I'm going to close out the 

presentation with some highlights, [INAUDIBLE] of what's going to come in some of the future 

[INAUDIBLE] that mission and vision, value, philosophy, those are critically important in the 

recruitment of staff, because as we're moving away from a bricks and mortar world, and we're 

out there in the community with staff who have a lot of responsibilities, it's going to be 

absolutely imperative that they understand what it is we're trying to accomplish, and the 

philosophy that we are embracing. [INAUDIBLE] we have different skills and abilities that we 

need in staff, and that's changing how we are approaching [INAUDIBLE] social media is changing 

how we do recruitment. [INAUDIBLE] is that there's increasing need, one, for comprehensive 

training, also for skill-based mentoring [INAUDIBLE] so that they can absorb the training that 

they're getting. It's important to keep metrics for a variety of reasons. One of those is with 

regard to staff recruitment as we stressed earlier. It's your metrics that are going to tell you a 

lot about what's working for you and what isn't. And then finally, part of the job with people 

like me, and Karen, and Gail, and others, is advocacy for improved funding for quality staff. We 

haven't taken that directly on in our conversation today, but we all know that one of the big 

challenges we face is recruiting staff, and then being unable to pay them in the way that we 

would like to. So obviously, advocacy is a permanent part of our jobs in this particular arena 

[INAUDIBLE] for our staff, and so they can have a decent wage and a better life. So, [INAUDIBLE] 

is our conclusion. Are there questions? Oh, and there's one more slide with some additional 

resources. There you go.  

 

>> So, these three resources, so we've put a number of different resources there, just a click 



and point resource. We have been doing this employment first state leadership mentoring 

program for approximately about four years. It's been going on longer, but at the scale that 

we're doing it now. And that means that there's already a lot of resources that are out there. If 

you go back to the first slide, there's a way to be a part of a national community of practice. 

Those things, all of the webinars, and the forms, and the brochures, and the booklets, and the 

manuals, are all on the Employment First, on the lead center under Employment First. Also, 

under the [INAUDIBLE] EFLSMP, I can say that [INAUDIBLE] with first state leadership mentoring 

program initiative. A lot of wonderful information out there. Google Employment First, 

Department of Labor Employment First. And then finally, very specific to our topic today, the 

University of Minnesota ICI, Institute of Community Integration, Workforce Development 

sections. There is, any question you may possibly have, they've got it, they've done research 

around it. They've got tools, they've got tips, they've got realistic job previews that you just 

plop the words into about your own organization if you don't have time to do a video. There's 

so many resources out there. So, once you've identified what one of your struggles are around 

recruitment, retention of staff, there are the resources out there. Do the looking, and we'll be 

back, as we said, on the 27th of February to start talking about working in teams. So once a 

person is on board, what are some of the things that we do to support them, to stay focused, 

and to do their jobs better? And we hope that you can join us. There were no questions at this 

time. Please stay tuned for more information in the future about upcoming webinars and other 

opportunities through the EFSLMP program, and Devin Grant, from the governor's office 

commission, has a lot of this information. And so, if there's anything specific you want to be 

involved in, please do make sure you sign up to become involved. So, without any further 

questions so far, I would just like to thank Genni and Gail for joining us, Genni from Virginia, 

and Gail is up in Maine, and I'm here in metro DC, in Montgomery County, Maryland, not 

Montgomery County, Pennsylvania. And wishing everybody to stay warm and safe tomorrow as 

the next storm comes in. Thank you very much, everybody.  

 

>> Thank you.  

 

>> Bye bye.  

 

>> Thank you. 
 


