 
Nancy Brooks-Lane: Welcome to the Employment First Collaborative Team Toolkit training series. This session focuses on Domain 3— Community Research and Job Development Core Competencies. My name is Nancy Brooks-Lane and I am a senior consultant with Griffin-Hammis Associates Center for Social Capital.
The toolkit series is archived so you can access it as needed. 

The webinar series is designed for individuals who have a fundamental knowledge of employment and disability. During the training, you will be utilizing the toolkit for exercises. 

Training needs for an organization, a department or an individual, can be identified utilizing the toolkit. Additionally, the toolkit can assist an organization to assess capacity to provide Employment Best Practices. 

The intent of the training is to teach the competencies of Employment Best Practices, not to teach participants how to implement the Best Practices Methodology. 
Identifying, gathering, and analyzing labor trend information. 
This first competency pertains to utilizing labor market trend data, specifically identifying, gathering, analyzing labor trends and patterns in job markets, maintaining up to date information regarding businesses, jobs, and locations in the community. Labor market data is helpful in identifying available jobs. 

For individuals with the greatest support needs, this information is not going to be helpful. Customized Employment was developed to break down those traditional methods of competitive job seeking, job interviewing and hiring which is what the labor market model is based on. Customized Employment enables individuals with significant complexities and impact of disability to enter the workforce by creating opportunities in which the job seeker meets the needs of the business. Those of us who have disabilities want the same options and choices for a life of fulfillment, and work is one of the aspects that brings enhanced quality of life. Without an alternative to the competitive Labor Market approach, many individuals with the greatest impact of disability would be left out of the work force. The competitive aspect of the Labor Market model is why it is not effective for individuals with the greatest support needs. 

A rating of 3 is warranted on this competency when practices and policies demonstrate that staff are researching, analyzing, and using publicly available information regarding local, available jobs, for individuals who can benefit from the labor market model. Additionally, there must be recognition and understanding that, for individuals with the greatest support needs, the labor market approach is not effective. 


Exercise - Labor Market Data Review

What is Labor Market Data and when is this Approach not effective?
Please pause the recording to allow time for you to complete the exercise. 

The Labor Market Approach is a competitive process that focuses on the jobs that we see and hear about that are vacant and actively being recruited for.

The labor market model is usually used with jobseekers with fewer barriers to employment. Want ads are utilized, applications are completed and selected applicants are interviewed.
This approach is not effective for individuals with significant impact of disability. 

What is the alternative to the labor market driven approach? 

It’s the Economic Development Approach.
Customized employment—Job carving, job creation, self-Employment. 

Employment Best Practices are alternative methodologies to the Labor Market approach and include community-based assessments such as Discovery and employment opportunities created through Customized Employment, and Individual Placement and Supports. We think of it as an economic development approach. We are creating jobs or opportunities through the alternative methodologies that are not based on a competitive model. 

We focus on small businesses. They tend to be much more flexible than big box stores. They're not so much driven by policies and procedures. Small business owners control their business, and can make immediate decisions. 

This approach is more effective for individuals with the greatest impact of disability.

So we focus on identifying unmet employer needs! 

Job development occurs with small businesses.
We invest in social capital and community connections.
Business solutions are mutually beneficial—matching the needs of the business with job seekers. 
We create opportunities where they don’t yet exist.
And it is based in learning and listening to needs, problems and growth areas. 




Developing and communicating effective marketing and messaging tools for employment. This next competency has to do with positioning the agency as an employment service and employ dignity-enhancing messaging about workers with disabilities.
As the nation's largest minority—comprising almost 50 million individuals—people with disabilities not only contribute to the value of diversity, but can can enhance the competitive edge by taking steps to ensure individuals with disabilities are integrated into the workforce and customer base.

Effective marketing and messaging regarding employment is key and includes positioning the agency as an employment service as opposed to a disability organization that happens to provide employment services. 

Wording and messaging should focus on dignity, strengths and the benefits of an inclusive workforce being able to solve the needs of employers by identifying individuals who have the ability to meet business needs. 

It's also significant to note that those of us who have disabilities make up a very large customer base with strong purchasing power. Communities are healthier and economically stronger when people are working whether you have a disability or not. 

In summary, if asked about disability, if the jobseeker has chosen to disclose or may have a visible disability, we stress the importance of ensuring that individuals with disabilities are integrated into the community-based workforce, and that individuals with disabilities are recognized as having a very impressive purchasing power. 



People First Language 

People First Language ensures that language used regarding disability is respectful. People First Language is non-judgmental, positive and strengths-based. We speak of respecting individuals with disabilities as partners. We are a team working together. 


We avoid language that promotes pity or charity during the job search. Messaging such as “This poor person has not had a chance. Please give them a chance,” or, “You'll be a better person for hiring this individual,” belittles and devalues the contributions that a person with a disability can make as a valuable employee. 

We want to avoid stereotypes. They give the impression that the individual with a disability is only capable of entry level jobs or specific types of jobs, such as fast food work, grocery store jobs, positions at thrift stores, and cleaning or jobs that others do not want to do. 
Using a pity model for hiring avoids getting to know the job seeker’s interests, passions, talents, support needs and the valuable contributions they can make as employees. Such an approach sets the job seeker and business up for failure. 


Exercise - People First Language - Scenario 1

If the language in this scenario is representative of language used by the organization when speaking of individuals with disabilities, what is the correct rating? 

Sarah suffers from a handicap, is confined to her wheelchair, and would not be able to do any type of work.

Please pause the recording to allow time for you to complete the exercise. 

This is a rating of a 1. It is not people first language. We don't talk about individuals with disabilities as “suffering from a handicap.” We talk about “living with a disability.” We don't talk about people who use wheelchairs as “confined to the wheelchair.” And the statement “would not be able to do any type of work” is a judgment and a value-laden negative point of view. 

Exercise - People First Language - Scenario 2

If the language in this scenario is representative of language used by the organization when speaking of individuals with disabilities, what is the correct rating? 

Sarah uses a wheelchair. She stated she would like to “get a job” that is on the Public transportation route she uses.

Please pause the recording to allow time for you to complete the exercise. 

This is a rating of 3. Sarah uses a wheelchair. She is not confined. Sarah indicates that she wants to get a job and she wants it to be on the public transportation route she currently uses. She is already working in partnership by identifying how she will get to work. She’s guiding the process as a collaborative member with the support team. She is respected as driving the process of what she wants her life to be. 

Positioning agency as an employment service, and messaging targets specific audience.
In a best practices model, we describe helping individuals to become employed as an employment service that can assist individuals to enter the labor pool as valuable employees. We do not use descriptions that indicate we are a disability service that happens to provide employment. Organizations identify themselves as a community employment service focused on community-based employment. 

Marketing and messaging and materials are not focused on disability, but on solving the business needs of business owners. 



Exercise - Messaging - Scenario 1

Rate this organization’s description regarding employment services they provide. 

We are your solution. The ability to match people with the right skills and experience to a business’ needs is critical. Hiring can make or break a company. 
For more than 18 years, we have been at the forefront of workforce innovation in the 21st Century Work Place, giving us expertise in leveraging human potential, an in-depth knowledge of business evolution, and creatively meeting your workforce needs. 

We apply our expertise to create a continuum of staffing solutions designed to enhance business outcomes and flexibility, that create a competitive edge. 
 


Please pause the recording to allow time for you to complete the exercise. 

This description fits well within the world of business and focuses where it should, that is helping solve business needs by matching individuals well to the needs of the business. It earns a rating of 3.

Exercise - Messaging - Scenario 2

Contrast this description with the previous marketing information. 

Supported employment services provide supports for individuals wanting to work. We help people improve or maintain skills and independence. This includes job development and placement, on-the-job training, job coaching, assisting individuals participate in lunch breaks, company parties, co-worker relationships.
An emergency 24-hour on-call system provides emergency supports for all individuals receiving supported employment services in order to assess the health and safety of the individual. 

Several descriptions in this marketing material would cause individual’s in the business world to be confused or alarmed. 

We help people improve or maintain skills and independence. That statement will not be of interest to a business, and is not typical business speak. Businesses are focusing on their bottom line, their mission, their vision and having a strong workforce to make them the best business, more efficient, more effective. That statement is related to the organization’s goals with job seeker’s and has no place in marketing material.

 Assisting individuals with lunch breaks, company parties, coworker relationships—is also an odd choice to include in employment services marketing.
A business will wonder why you are indicating that you're assisting someone to participate in lunch breaks, company parties, co-worker relationships. So this is a red flag, too.

An emergency 24-hour on-call system provides emergency supports for all individuals receiving supported employment services in order to assess the health and safety of the individual. This is going to more than concern businesses. This messaging and marketing information would rate a 1. 

Developing job seeker portfolio

A strengths-based and person centered visual or written resume/portfolio is developed with the job seeker and may include both written summary and visual images.

Images demonstrate tasks, skills, abilities, interests, and preferences
that are well matched to a business’s needs
and can be tailored to a specific business.

The Jobseeker Portfolio is a best practice methodology for individuals whether they have a disability or not. Using action photographs and/or video to assist in showing the skills and contributions of a job seeker is part of the 21st Century Toolkit for those seeking employment.  

Developing job seeker portfolio - utilizing Informational Interviews.

Informational Interviews are scheduled with potential employers to seek advice for job seeker with an interest in a particular field. Communication with employers is conducted in a manner that establishes the value of the job seeker to the business.
Informational Interviews are vital to the job development process to learn about—
the business operations,
the industry, 
to gain career advice, 
understand business culture, 
work environments and 
potential business needs. 


The Informational Interviews are scheduled with individuals who work in the types of jobs that fit with the job seeker’s vocational themes or interests so that they can seek advice and gain knowledge about that particular field of work. We go to where the genius is. It is an information-seeking process. An organization that would rate a 3 recognizes the value of Informational Interviews as a means to obtain career advice from individuals who do the type of work the job seeker is interested in. 

Mentoring job seekers during the job search process.
The employment support team mentors the job seeker through “hands on” job search processes broken down into steps that the job seeker understands. 

The jobseeker is included in all aspects of the job search in a collaborative manner. The employment support team mentors the jobseeker through the hands-on job search process, and it's broken down into components that the jobseeker understands. Some individuals may prefer that the employment specialist first connect with a business before the job seeker meets with the business representative. Such decisions are made based on the job seekers preferences and what is in his/her best interests.  

Issues of disclosing or not disclosing a disability is discussed prior to these situations arising. If the decision is to disclose, decisions are made about—information to be shared, the timing for sharing, and accommodation needs. 
Please refer to the Domain 2 webinar for detailed information about Counseling regarding Disclosure.


Mentoring job seekers during the job search process—Job Description

The job seeker and support team work collaboratively with potential employers to develop a job description. This ensures there’s a good fit between the job seeker and the needs of a business. Job duties match the individuals’ interests, skills, and conditions for success.

Strategies include job analysis—job duties and specific tasks and the steps involved in completing the tasks, 
speed of performance,
productivity expectations,
quality measures,
tools and resources required,
instructors/supervisors,
workplace culture of the company.


Negotiating the job description ensures that the needs of the business are well matched with the skills and interests of the jobseeker. 

An organization or individual that practices this competency utilizes job analysis, breaking down job duties into specific tasks and steps. Productivity expectation, quality measures, tools required, resources needed are addressed during the job negotiation process. Understanding who the business expects to provide training is critical during this phase as well.



Employment proposals. Employment proposals are a creative approach that enables job candidates and employers the opportunity to negotiate individual job tasks and/or reassign basic job duties. 
Employment Proposals demonstrate how the job seeker can meet the employer's needs, and result from interest-based job negotiation. “Interest-based job negotiation” refers to negotiating customized jobs based on the interest of the jobseeker that meet the needs of the business.

The process takes into consideration supports and accommodations the job seeker may require to perform their valued role as an employee.



The proposal includes—
job tasks,
job duties, 
who the job seeker reports to, 
workdays, 
hours, 
pay, 
and accommodations if needed. 

Example of a Job Proposal.

Jake will provide administrative support to the management staff of Corporation through the restructuring of tasks. His job title will be Administrative Associate. This will enable administrative staff to concentrate on legal, complex and time sensitive duties, thus resulting in more efficient and effective operations.

Jake’s job duties will include— 
answering the phone,
directing visitors to appropriate locations in the office suite,
scheduling the conference rooms,
delivering parcels, packages, mail and faxes,
copying materials,
light research on assigned topics,
filing documents.

He will work Mondays through Thursdays from 9:00 a.m. - 3:00 p.m. 
He will attend the Corporation orientation for new employees during his first week of employment. Job coaching will be provided as needed.
His salary will start at minimum wage with a review and possible salary increase 6 months after hiring.
Responding to employer concerns about job seekers’ disabilities, abilities and interests.
Staff have effective responses to answer an employer’s concerns if questions arise about disability.
Using People First Language, the Employment Specialist has the skills to effectively respond to any concerns if questions arise about disability. 
All interactions use respectful strengths-based language and positive. Staff advocate that people with disabilities have the skills to pursue meaningful careers and play an important role as members of the work force. Sharing that with 50 million individuals living with disabilities, they comprise a powerful customer base with impressive purchasing power. 

Responding addressing employer concerns specific to the jobseekers’ disability, their abilities, and interests, the employment specialist must take into consideration the job seeker’s preferences regarding disclosure. 
As we conclude the Domain 3 Webinar, we’re going to locate information using the Recommended Resources section. This information will be invaluable as you share such resources with individuals or organizations when ratings are a 2 or 1. 



Locate the Domain 3 Recommended Resources Section in the toolkit. Find the heading, Inclusive Workforce. 

Under the heading Inclusive Workforce, you will see the title Building an Inclusive Workforce. It is a great example of helpful resources from the Office of Disability Employment Policy. 

The website is provided for this four step guide that covers recruiting, hiring, and retaining employees with disabilities. It goes into business strategies that work for creating an inclusive work culture, as well as, resources and links for federal agencies. 
The website provides contact information for ordering free copies. 
Individuals and organizations who are not familiar with the Office of Disability Employment policy need to be provided with this resource information and website. It contains information about best practices, customized employment, employment first, as well as information regarding policy.


Another helpful resource under this section is the LEAD Center. It is a collaborative of disability, workforce and economic empowerment organizations dedicated to improving employment and economic advancement outcomes for all people with disabilities.
The mission is to promote innovative policy, employment and economic advancement and support systems to hire people with disabilities. 

Think Beyond The Label is a public-private partnership that delivers information, outreach and resources to businesses, job seekers and the public workforce system to ensure greater recruiting and hiring opportunities for job candidates with disabilities. The organization's purpose is to inform, connect and communicate with all stakeholders in the disability and employment system to create a more inclusive workforce. 

Incentives to businesses when hiring job seekers with disabilities
This competency refers to such information as tax credits, on the job training, diversity goals
A rating of 3, is based on staff being knowledgeable about work incentives and that they share this information when job negotiating with businesses. 

The Staff knowledge base includes the Work Opportunity Tax Credit, paid on-the-job training programs, and how to assist business owners in meeting outcomes regarding business work force diversity goals. 

Refer to Domain 3—Recommended Resources.
Locate the websites you can provide to organizations that want to learn more about Employer Incentives.
Pause the recording to allow time to complete this exercise.

We have concluded training on—The Employment First Collaborative Team Toolkit Domain 3—Community Research and Job Development Core Competencies.



