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Project SEARCH represents a significant workplace inclusion strategy!                                                        

To share experiences from Project SEARCH 
NIH and a research study on workplace 

stigma toward employees with intellectual 
disability.

Purpose
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Presenter
Presentation Notes
Good Morning!I am pleased to be here today to join this conference with its special mission.Today, my talk is from the employer perspective. I am a senior administrator at the National Institutes of Health in Bethesda, MD. The NIH is part of the Department of Health and Human Services. It is an agency in which scientists, for over a century have paved the way for important discoveries that improve health and save lives. In fact, 153 Nobel Prize winners have received support from NIH. Their studies have led to the development of MRI, understanding of how viruses can cause cancer, insights into cholesterol control, and knowledge of how our brain processes visual information, among dozens of other advances. For seven years, I have championed an effort to hire individuals with intellectual and developmental disability through an international school to work transition program, known as Project SEARCH. The NIH has been a successful business host and, as a result, we have hosted dozens of interns in our organization and have hired a great many of them as either federal employees or contractors.Our efforts have helped to seed similar programs at the Smithsonian Institutions and the county from which we hail, Montgomery County, MD.So the purpose of my talk today is to share experiences from Project SEARCH NIH and a research study I conducted on workplace stigma toward employees with intellectual disability.



An innovative school-to-work transition program that 
provides workplace training and hiring opportunities 

to young adults with intellectual disabilities 
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Presenter
Presentation Notes
In February 2010, I received an email (a cold call) from Ivymount, a non-profit, non-public, co-educational, special education school nearby Rockville, MD. They were asking if the NIH would be interested in learning about PS in the hopes that we would become a business site.  After a series of presentations, we were ready to sign on!For those of you who may not be familiar with PS, it is a school to work transition program that provides interns (specifically transition age youth) with workplace immersion while facilitating a seamless combination of classroom instruction, career exploration, and hands-on training through worksite rotations. Primary objective is to secure competitive employment for people with intellectual and developmental disabilities.Developed in 1996 at Cincinnati Children's Hospital Medical Center, when Erin Riehle, Director of Cincinnati Children's Emergency Department, felt that, because the hospital served individuals with developmental disabilities, it made sense that they should commit to hiring people in this group. She wondered if it would be possible to train people with developmental disabilities to fill some of the high-turnover, entry level positions in her department, which involved complex and systematic tasks such as stocking supply cabinets.As a starting point, Erin presented her ideas to Susie Rutkowski, then the special education director at Great Oaks Career Campuses. Erin and Susie formed a partnership that was instantaneous, and together they launched Project SEARCH.Now >200 sites across the United States and Canada, England, Scotland, & Australia. 



How does the program work?
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Presenter
Presentation Notes
Unique partnership: NIH is the business site – jobs and coworkers who serve as mentorsIvymount School’s Post High School Program – the applicants and on-site educational supportSEEC - Seeking Equality, Empowerment and Community for People with Developmental Disabilities: a local nonprofit that provides community-based employment support to transitioning youth and adults – refers applicants, provides the job development and on-site coaches.Project SEARCH - provides the model, an extensive infrastructure to include educational and job skill support from outside public organizations 



• 30 week unpaid internship 
• 3 ten-week rotations
• Interns are matched to worksites based 

on skill and environmental tolerances 
• Monday-Friday:  1 hour classroom/5 hours 

worksite immersion

To generate an untapped recruitment 
stream for NIH and to secure paid 
employment outcomes for each intern

Program Overview

GOAL: 
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Presenter
Presentation Notes
More specifically, our goal is to not only to find jobs for our graduates, but to prepare them to begin a career of successful employment and a life of self-sufficiency. 
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NIH’s mission is to seek 
fundamental knowledge 

about the nature and 
behavior of living systems 
and the application of that 

knowledge to enhance 
health, lengthen life, and 

reduce illness and disability.

Aligns with NIH Mission

Presenter
Presentation Notes
Why implement Project SEARCH?Connect to the visionDemonstrate visible supportI think launching Project SEARCH was a way for us to couple the long-term prospect that research brings with a strategy that is immediate and local and could make a difference in the lives of individuals with disability today.So how did we get started??
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National Institutes of Health
America’s Clinical Research Hospital

Leading the global effort in training today’s investigators 
and discovering tomorrow’s cures.

Presenter
Presentation Notes
At the time, I was COO of the NIH Clinical Center, an optimal site for Project SEARCH.A little bit about the place…Opened 1953, largest hospital in the world dedicated solely to medical research.Patients come from all over the country and the world…call it the HOUSE OF HOPE240-bedsAll patients on research studiesOver 6,000 employees working in Building 10 in patient care, lab, administrative, and support roles (Discovery documentary…Building 10)1400 active studiesThere’s no other hospital like it!So my charge, as executive champion, was to rally support for the program, which I did. From our leadership team to our front line staff, we educated people about the program and found willing mentors. Like any organizational change initiative, we developed a good business strategy and made our launch. 
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Articulating Business Goals

• Viewing host sites as vital partners in school-to-
work transition planning, a workforce 
management goal

• Identifying important work that needs to be done
• Re-engineering the work so it can be 

accomplished
• Finding willing internal partners
• Understanding the value equation
• Managing organizational change

Presenter
Presentation Notes
The Clinical Center was a great site for PS because, a hospital being like a small city, had diverse and abundant entry level jobs available for PS interns.
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• Data entry & database management 
• Supply management
• Information technology
• Patient bar-coding
• Hand hygiene
• Hospitality
• Medication Delivery
• OR instrument sterilization
• Linen delivery and inventory automation

Examples of Assignments
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Initiating Partnerships

Presenter
Presentation Notes
In terms of partnerships, I reached beyond the organizational confines of the Clinical Center because we are located on a campus with 27 Institutes and we found many willing partners.This was a key strategy. I always think when managing any organizational change, you first go where the love is.
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Inviting Coworker Input

• Pay attention to factors that affect workplace 
assimilation

• Perceptions of fairness of and expense of 
accommodations

• Other judgments about disabled employees
• Supervisory round tables
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Ingredients for Success

• Collaboration across organizational boundaries
• Strong internal project manager
• Leadership support
• Employee accountability
• Coworker acceptance
• Continual learning
• Communication plan
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Outcomes
Year 

1 

2010

Year 
2 

2011

Year 
3 

2012

Year 
4 

2013

Year 
5

2014

Year 
6

2015

Year 
7

2016

Year 
8

2017

Overall

Interns 
Graduated 11 10 10 12 10 11 8 8 80

Graduates 
Hired at 

NIH
8 5 7 8 8 6 3 2 47/80

59% Hire Rate

NIH Hires 
Still 

Employed
5/8 4/5 6/7 8/8 8/8 6/6 3/3 2/2*

42/47
89% 

Sustainability
Rate

*Hires to date. Data collection will 
be completed by May 2019 
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Key Lesson Learned

A Reasonable Accommodation Approach

• Intellectual Functioning
• Social Adaptation

Presenter
Presentation Notes
A reasonable accommodation is any change to the application or hiring process, to the job, to the way the job is done, or the work environment that allows a person with a disability who is qualified for the job to perform the essential functions of that job and enjoy equal employment opportunities.A reasonable accommodation is an adjustment made in a system to accommodate or make fair the same system for an individual based on a proven need. That need can vary. Accommodations can be religious, physical, mental or emotional, academic, or employment related and are often mandated by law. We figure out how to make all kinds of accommodations every day to enhance the well-being of employees to assure their full productivity and engagement. I think about this as a workforce strategy as second nature. But what I learned with PS is that it is not just the job re-engineering that enables success…it is being open to the difference in intellectual functioning and social adaptation skills and trying to understand each person as an individual to bring out the best in them. This learning was a two-way street. Coffee shop example.So after a couple of years of running this program under our belt, we took these lessons in and kept moving forward and improving the program. One huge opportunity presented itself for me as I was searching for a topic for my dissertation around 2012. As an aside, at the time, I had enrolled in 2009 in a doctoral program in human development and organizational systems as a means of keeping myself stimulated and productive. I had noticed so many shifts in attitudes in our organization, including my own, as a result of Project SEARCH. So I moved in the direction of putting a research proposal together…One key observation….
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Qualitative Research Study
Explored workplace stigma toward 

employees with ID as assessed through 
coworker perceptions over time. 

Personal Observation
The youth with ID were a challenge to place 
but once in the work unit met with success 

and acceptance.

Noticing the Shift in Attitudes 
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Conceptual Framework

Transition-age 
youth with ID

StigmaSchool-to-work 
transition 

Research Question
In what ways do 
coworkers describe their 
perceptions over time of 
transition-age youth with 
ID hired in a coworkers’ 
unit within the context of 
a formalized, school-to-
work transition program? 

Presenter
Presentation Notes
The conceptual framework provides the focus of the study and offers helpful boundaries to guide the exploration. With such large volumes of literature to review, it was essential to stay within the confines of the topic being studied in order not to create a research question that is too broad, rendering it  impossible to analyze and interpret. The conceptual framework that informs this study lies at the intersection of three constructs. TRANSITION AGE YOUTH WITH ID; STIGMA; AND STW TRANS.What we know about these constructs and their interplay is as follows:Individuals with Intellectual Disability (ID) face intellectual and social challenges and are one of the most highly stigmatized groups in society;Transition-age youth with ID face specific challenges as they seek employment in mainstream organizations;Challenging behavior manifested by some individuals with ID often makes other people uncomfortable, rendering it an important barrier to acknowledge in the discussion on social inclusion;Stigma affects mainstream hiring practices but relatively little is known about the sources of stigmatizing attitudes, especially the ways in which this phenomenon plays out in the workplace.So, my study is looking at the interplay of these three components to explore the ways in which the workplace perceptions by coworkers of youth with ID play out over time in the context of a STW transition program.
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• 30% lower national employment rate for individuals with 
disabilities (Kesler Foundation/National Organization on Disability, 2010)

• Employment gaps most problematic for transition-age 
youth (18-21) with intellectual disabilities (Butterworth, Smith, 
Hall, Migliore, & Winsor, 2010)

• Transition activities include:
• completing secondary education
• obtaining meaningful employment
• gaining financial independence
• making autonomous decisions

Transition-Age Youth



Prevailing beliefs, values, 
attitudes, and behaviors about 
the employment of individuals 
with intellectual disabilities

Goffman (1963) – individuals or groups are treated 
differently because they are perceived to embody certain 

undesirable differences or characteristics which may 
result in prejudice and reinforced inequalities

PERCEPTIONS AND MISPERCEPTIONS

Understanding Stigma
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Presenter
Presentation Notes
Individuals with intellectual disabilities (ID) have always been part of society but the ways in which they have been characterized and perceived have changed over time. Though the past several decades have introduced advocacy efforts, a legacy of misperceptions toward these individuals remains, including stigma.People who are stigmatized tend to be treated differently because they are perceived to embody certain undesirable differences or characteristics which may result in prejudice and reinforced inequalities. The stigmatic perceptions of young adults (18-21+ years) with ID is a concerning phenomenon that manifests as they try to gain competitive employment.Though research has shown that individuals with ID can function successfully in a broad array of jobs, workplace assimilation remains a challenge as employer and coworker perceptions reportedly stigmatize these prospective employees (Leucking, 2011; McLaughlin, Bell & Stringer, 2004, Lysaught, Ouellette-Kuntz, & Cheng-Jung, 2012). “Virtual vs. actual identity”Presumptive Employability
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Data Collection Instrument

Interview Questions
Three subsections by time frame of coworker perception:

1) Prior perceptions – what coworkers anticipated it would be 
like to work with an individual with ID prior to the youth 
joining the work unit;

2) Perceptions during transition – coworkers’ perceptions of 
the youth during the time in which the individual first 
arrived in the work unit as an intern through the first year 
as a new hire; and,

3) Current perceptions – coworkers’ perceptions after having 
worked with the youth for at least one year.

Presenter
Presentation Notes
So on to my study…SettingSampling of 14 organizations (of 200 sites participating in Project SEARCH in the United States and abroad);In the Fall of 2013, conducted telephone interviews with coworkers (i.e., mentors/supervisors) of youth with ID hired through school-to-work transition program (i.e., Project SEARCH).Research DesignQualitative, descriptive study using thematic analysis (Boyatzis, 1998).One event, one hour, one-on-one phone interviews; and,Semi-structured, open-ended design.{Thematic analysis in its simplest form is a categorizing strategy for qualitative data. Researchers review their data, make notes and begin to sort it into categories. Styled as a data analytic strategy, it helps researchers move their analysis from a broad reading of the data towards discovering patterns and developing themes. As Boyatzis (1998) writes in Transforming Qualitative Information, thematic analysis is a process of "encoding qualitative information" (p. vii). Thus the researcher develops "codes," words or phrases that serve as labels for sections of data. Depending on the methodology and research question, codes can come in many shapes and sizes.} SamplePurposive sample 15 coworkers (supervisor/mentors) of individuals with ID from 200 organizations that had implemented the formalized, school-to-work transition programMostly hospitals (11), but also other service businesses (2) and banks (2)Inclusion and Exclusion CriteriaInclusion:First met individual with ID when they came to their work unit as a Project SEARCH intern;had worked alongside this individual for at least one year following the individual’s completion of the Project SEARCH program and subsequent hire into a position in the work unit;had routine contact  (i.e., interaction of at least one day per week with this individual within the last six months); and,indicated willingness to reflect on their experience and share their perceptions candidly.Exclusion:Those with hearing impairments as I did not have access to resources that would facilitate their participation by phone.PRIOR: WHAT WAS IT LIKE FOR YOU WHEN YOU LEARNED THAT YOU WOULD BE MENTORING AN INDIVIDUAL WITH ID IN YOUR WORK UNIT?DURING TRANSITION: TELL ME ABOUT YOUR FIRST IMPRESSIONS? HOW DID THOSE IMPRESSIONS CHANGE, IF AT ALL, OVER THE FIRST YEAR?CURRENT: LOOKING BACK, TELL ME WHAT IT HAS BEEN LIKE FOR YOU TO WORK WITH A YOUTH WITH ID THROUGH THIS PROGRAM?Data ManagementUsed iPhone voice memo feature to record interviews;Uploaded interviews to secure, on-line transcription service with signed confidentiality agreement;Imported word documents into QSR NVivo 10 qualitative analysis software; and,De-identified respondents, using pseudonyms.



Prior
• Concern over time burden

• Skepticism of ability

• Overall low expectations

• Concerned about 
acceptance

• Privileged, humbled, 
excited

• Uncertainty related to 
mentoring ability

Findings

During Transition
• Shyness, fear, and anxiety

• Growing self-confidence 

• Increasing proficiency in 
job skills

• Emerging acceptance

Current
• Contributions replace 

misperceptions

• Appropriate workplace 
etiquette

• Productivity

• Coworker acceptance

• Special contributions

Coworker Perceptions Shifted over Time
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Presenter
Presentation Notes
PriorConcern over the potential burden of the youth on their time; Skepticism of the youth’s abilities;  Overall low expectations;Concerned about workplace acceptance;Privileged, humbled, excited at the opportunity to mentor the youth; Uncertainty and skepticism related to their own ability to mentor effectively. During TransitionObserved shyness, fear, and anxietyGrowing self-confidence Increasing proficiency in �job skillsEmerging acceptanceCurrentMisperceptions and fears replaced by youth’s contributionsAppropriate workplace etiquetteWork productivityCoworker acceptance – part of the teamSpecial contributionsOVERCOMING MISPERCEPTIONSMahoney: “They can surprise you. I would never have thought that someone with any type of disability would be one of my top performers in a job that requires critical thinking and physical demand of the job. It has just been - it really has been amazing. It makes me really look at people a little bit different I would say in my personal life when I am out and about and getting to know people and seeing people out.”COWORKER ACCEPTANCEZack: “He has so many big brothers out there, you know, he is part of the jokes now. He does not always get them, but he is part of the frontline bantering that goes on. And a lot of the humor goes over his head, but I think he knows that everyone has taken him under his wing, and that is really cool.”
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Coworker Perceptions over Time
toward Youth with ID in the Workplace
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Analyzing Stigma

Negative 
societal 

stereotypes

Stigmatic 
assumptions

‘Virtual’ 
social 

identities

Excitement 
to work with 

program

Uncertainty 
about 

abilities

Concern 
about 

acceptance

Prior

“I was a little concerned about 
perceptions of our patients -
how they would be perceived 
from a patient standpoint. I 
just did not know what the –
how patients or visitors may 

look at this not knowing.”

“I was a little hesitant, a 
little concerned of kind of 
my own ability to be able 
to develop somebody in 

this situation...timid of my 
own ability.”

Presenter
Presentation Notes
PriorNORMATIVE EXPECATIONS: These concurrent positive responses provide a deeper understanding of the concept of stigma. As Goffman points out stigmatic assumptions are normative expectations (by normative, we mean that through socialization we come to expect certain behaviors as "normal." Whenever someone does something other than what is expected "normally," we respond emotionally (or with affect) to that unusual response). What Goffman points out is that the actions we take toward such responses are what ‘benevolent social action is designed to soften and ameliorate’ (p. 5). Awareness of our responses is key to understanding them.CONTACT BETWEEN NORMALS AND STIGMATIZED: Participants’ initial concerns about the youth were coupled with uncertainty and skepticism related to their own ability to mentor effectively. This expressed discomfort aligns with Goffman’s explanation that uncertainty arises when ‘normal’ and stigmatized individuals come together. The stigmatized individual may feel unsure of how he will be categorized and received while the ‘normal’ finds these types of situations ‘shaky’ as well (p.18). This finding shows up in the self-reported anxious feelings of the coworkers (explored further in next section – Perceptions during transition). The following quote by Kara is illustrative of such an encounter: “I was a little hesitant, a little concerned of kind of my own ability to be able to develop somebody in this situation...timid of my own ability.”COURTESY STIGMA: Courtesy stigma occurs when an individual closely associated with a stigmatized person, often a caregiver, may be subject to the same prejudicial attitudes or discrimination by the public. In this case, the coworkers, who function as mentors of the youth, have taken on the role of organizational advocate. When they intend to give the youth simple assignments to help them succeed, they are perhaps feeling the effects of courtesy stigma, worried about the potential reactions toward them personally along with the youth.
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Analyzing Stigma

Youth are 
shy, fearful; 
likely aware 

of stigma

Possibility of 
self-stigma

Demonstrated
proficiency 

leads to initial 
acceptance

‘Actual’ 
social 

identities

Seen as 
capable with 

individual 
gifts

Acceptance 
emerges 
among 

coworkers

Transitional

“I would give him a task that he 
needed to do, and initially I 

found myself kind of outlining it, 
every minute step by minute 

step, kind of ad nauseam. One 
time he looked at me, he said: 
‘Miss Thelma, I know how to 

staple!’”

Presenter
Presentation Notes
TransitionalSELF-STIGMA: While this study did not explore the viewpoint of the youth directly, the youth’s shyness, fear, and anxiety as observed by participants, may be manifestations of their stigma experience. Three articles reviewed for this study (Jahoda, et. al, 2010; Paterson, et. al, 2012; Welsby, et. al, 2011) explored the stigma awareness of individuals with mild to moderate ID. Jahoda et. al, (2010) report that  individuals with mild to moderate ID are acutely aware of the stigma they experience in their lives. One study found that people with ID make negative social comparisons which reinforce perceptions of stigma, resulting in negative impact on psychological well-being, such as lower self-esteem and adverse effects on mood. Welsby et. al, (2011) completed a thematic analysis revealing that women with ID reported experiencing social exclusion in everyday life. These studies shed light on the importance of recognizing that individuals with ID are not buffered from experiencing stigma. “I would give him a task that he needed to do, and initially I found myself kind of outlining it, every minute step by minute step, kind of ad nauseam. One time he looked at me, he said: ‘Miss Thelma, I know how to staple!’” CurrentMahoney said: “I would have never thought that someone with any type of disability would be one of my top performers in a job that requires critical thinking.” And Zack commented: You know, initially we were told these individuals really work well with repetitive tasks, and they do. And my interpretation of that, initially, was they just have to do the exact same thing for the rest of their days. And that was not true. And no one said that to me, it was just my ignorance. But what we had learned was, you know, give them two inches and they will make four. And the more we gave them, the more they accomplished.
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Analyzing Stigma

Focus on 
abilities and 
competence

Appropriate 
workplace 
behaviors

Perceptions 
shift 

markedly

Tension 
dissipates

Stigma as a 
normative 

predicament

Stigma 
resolved but 

who has 
changed?

Current

“I would have never 
thought that someone 

with any type of 
disability would be one 
of my top performers in 

a job that requires 
critical thinking.”

Presenter
Presentation Notes
CurrentMahoney said: “I would have never thought that someone with any type of disability would be one of my top performers in a job that requires critical thinking.” And Zack commented: You know, initially we were told these individuals really work well with repetitive tasks, and they do. And my interpretation of that, initially, was they just have to do the exact same thing for the rest of their days. And that was not true. And no one said that to me, it was just my ignorance. But what we had learned was, you know, give them two inches and they will make four. And the more we gave them, the more they accomplished.
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Progression of One Coworker’s Perceptions

PRIOR: “At first, I didn't think that it was going to work because I did not have time to 
train anyone. I didn't have time to do any training. I just needed to get the work done. I 
thought that it would take me more time in dealing with them. I was doubtful that they 
could do it and that I would have the necessary skills to work with them.”

DURING TRANSITION: “She began to fit in more and I realized that she had a lot…if I 
asked her to do things beyond the simples, she was able to…I was concerned at first 
about communicating what I wanted her to do, if she was really picking that up. And I 
found that she was able to.”

CURRENT: “They really have more to offer than what I originally expected. Similar 
desires and abilities; really have greater abilities than we realize…we try to make them 
too different. It was a very good learning experience of what expectations I had for 
myself and for the other person. And my patience grew and so did their seeing and 
learning what they really can do.”

QUOTES FROM ROSE RED…
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Mediating Stigma 

Youth with ID
Organizational 

Mentors

Presenter
Presentation Notes
The Program worked as described in the study’s framework. It provided a bridge between the youth and the organization, working with both sides to translate mutual needs and expectations. Both the mentors (i.e., study participants) and the youth with ID changed over time as they worked together. The Program team helped the mentors grow to understand the challenges they faced supervising the youth and gained skill in doing so. The youth gained skill as they learned their jobs and displayed more confidence as they were given additional responsibilities. The Program enabled the youth to function effectively in jobs need by the organization and ultimately to be recognized by coworkers for their talents as individuals. Over time, mentors learned how to intervene effectively if the youth demonstrated challenging behaviors. The role of mentorship emerged as a prominent theme, both in terms of its rewarding nature and its required time commitment. Overall, participants shared entirely positive feedback about the mediating role of the Program team and their extraordinary insights in assisting individuals with ID to reach their potential as accepted and valued contributors to the organization. They spoke about their experience with the Program with passion, appreciation, and gratitude. 

http://etc.usf.edu/clipart/6200/6253/bridge_2.htm
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Inclusion…
• Is a strategy employed by effective leaders;
• A way to engage and synchronize the efforts of 

diverse resources;
• Improves organizational effectiveness;
• One way that diversity is put into action;
• Creates a climate of involvement, respect, and 

human connection;
• Unleashes the richness of new approaches, 

backgrounds, and perspectives;
• Adds value to organizations.

Acceptance emerges through Inclusion

Presenter
Presentation Notes
Shifting the paradigm from segregated to integrated employmentIncreasing the notion of presumptive employabilityMoving from employer awareness to engagementPaying attention to factors that affect workplace assimilationperceptions of fairness of and expense of accommodationsOther judgments about disabled employeesTo reject negative stereotypesA deeper understanding of the potential contributions of intellectually disabled people in organizationsAn appreciation of the remarkable skills of this diverse group of individuals
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Special Workplace Contributions

HOPE

DIVERSITY THROUGH INDIVIDUALITY

INSPIRATION
SOCIAL CONNECTEDNESS

Presenter
Presentation Notes
DIVERSITYThelma: “So for our hospital to see people who come in who do not look like us, do not talk like us, do not have the same cultural norms, do not have the same cultural values, can really be unsettling. And the more you learn the difference among people is OK the more easy it is to relate to a diverse group of people, not just disabled but a diverse group of people. And that is what I think this program has done. It has made people understand that difference is not quite so frightening as they thought it was.”SOCIAL CONNECTEDNESS: Bethanie: “A few years ago I was pregnant and the baby was diagnosed to either not live or to have a severe disability. I had put it in my mind that I was going to deal with the disability. And then he died, and I came back to work. Right after I came back to work, Project SEARCH came into my life. It was just like I took everything that I was planning on doing for this infant and I put it into these young interns. I have parties for them when they change. It’s all about them basically. They changed me more than they know. They took a low point in my life and they helped me overcome it. It’s a little two-fold there. So I helped them and they helped me. I had somewhere to go with that love that I had for the child that I lost.”HOPE AND INSPIRATIONMargaret: “Probably the biggest story I have is one day when Annie was out on the postpartum unit. She was working and a dad came out. He had just delivered a baby and they were questioning a diagnosis of Down’s Syndrome. He asked the nurse that was caring for him that day about Annie on the floor. The nurse told him how much they love her and everything she does. The dad’s eyes kind of started to well up. He kind of high-fived the nurse and went back to his wife and baby. The nurse came down to my office and, with tears in her eyes, told me what had just happened. She said: ‘Margaret, I felt like Annie just gave that dad a little hope because if the diagnosis does come back for his child, Annie showed him that one day his child may also have a job and can work.’ That day, it just kind of made it all worth it.”



Thank you!
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