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Steffany Stevens: Welcome to Southeast TACE with webinar, improving employment outcomes for individuals with the most significant disabilities. Today's main event and webinar will begin at 2:00 p.m. which is now. So, I'll go ahead and get started. And I would like to say good afternoon to everyone. Welcome to the 2011 Southeast TACE webinar, region four series. My name is Stephanie Stevens and I am a member of the Southeast TACE region 14. I want to welcome back many of you who have participated in many of the previous sessions.

Good afternoon.  Welcome to the Southeast TACE region 4 webinar series, job development exchange.  Today's webinar, an overview of employment strategies and approaches to serve all persons.

My name is Steffany Stevens.  I'm a member of the Southeast TACE Region 4 team.

I want to welcome back many of you who have participated in many of our previous sessions, and a big welcome for those of you who are joining us for the first time.

As most of you already know, the mission of the Southeast TACE Region 4 Center, along with our other nine counterparts across the country, is to work together and work together to improve the quality and effectiveness of vocational rehabilitation services.  The primary purpose is to enhance employment outcomes for people with disabilities.  Our TACE works in the eight southeastern states.  We have the largest region to serve and we are very proud of that.  We are making, we are working with some great people.

As you know, we serve Alabama, Florida, Georgia, Kentucky, Mississippi, North Carolina, South Carolina and Tennessee.

Our TACE is a collaboration with DBTAC, the Southeast ADA Center, both the TACE and the Southeast DBTAC are managed by the Burton Blatt Institute located in Syracuse University.  We are hosting quite a few webinars this year.  For those of you who have already signed up for the topics that interest you, great.  Please check our website often at TACEsoutheast.org for all of our upcoming webinars.

Just a quick note about the webinar system.  We use a system that is fully accessible to everyone, regardless of their disability and/or assistive technology that might be used.

This system makes it possible for us to conduct workshops over the Internet from just about any computer, with an Internet connection and Web browser.

Please note that some of the computer issues that you have reported to us are inherent to your system and beyond our control.  We do have staff available on request to work with you in advance of the sessions.  As in the past, during today's session when you have questions for our presenters, please type them in the chat area so that our presenters can answer your questions.

Without further ado I would like to introduce Norciva Shumpert to introduce our webinar series.  Go ahead. 

Norciva Shumpert:  Thanks, Steffany, I appreciate it.  I would like to welcome everyone myself.  This is Norciva Shumpert, I'm also working with TACE Southeast.  I'm a consultant with Marc Gold and Associates.  Abby Cooper and I will be moderating the calls that are on the job development exchange.  Today is our launching.  So welcome to all of you that have joined us.  We are anticipating right at 175 people just for this very first overview.

I would like to have all of you understand that this is about building a series around what interests each of you.  Some of your names are recognized from some of the other webinars that we have had.  Some of you are new here.  However it is, we would like to welcome all of you and would like to encourage you to recognize that the topic of job development is very important.

Christopher Button from the Office of Disability Employment Policy and Cassondra HollyGlausier are also with us.  Cassondra is from the Mississippi Department of Rehabilitation Services.

One of the things that I think you are going to see as part of this series is that we want to highlight not only best practices but practices that are being used in each of our states.  So thinking about some of the things that we see as innovative that each of you are doing.  We would like to welcome you today and say think about your skills as you are listening to this and drop Abby or myself an email.

Slide 2: Southeast TACE’s  Job Development Exchange 

Today is the launching of our job development exchange.  And what is an exchange?  Well, those of us at TACE sat down and talked about what did we want this to be.  We are going to start first with a series of webinar, a webinar series first, but we hope this is going to expand.  We are going to have the exchange itself be a combination of tools and things that we put online and exchange between some of you and each other at some point, and exchange on very specific topics.

We feel like the job development exchange is an opportunity really for us to do sharing around the issues that most of us have to keep in front of us, and that is job development.

We think this is a call or set of calls and also exchange activities that will engage both counselors, CRPs and anybody else that is vocational rehabilitation staff that would be interested in making the direction of outcomes for people with disabilities to have more employment.  That's our goal here.

Why don't we do a quick raise of hands:  How many of you are with the component of either your VR agency or either a CRP that is very involved in job development?  Raise your hand right now.  Click on the left button on the screen and you will be able to get that number.

We started this, we understand our business specialists are across the State.  We know that many of you lead the effort in your states.  We want to embrace you as part of this.  We are up to just 31 out of the 102 hands right now that are directly involved with this.

I see it is still climbing as we are sitting here.

Let me clear that and then I will just ask how many of you are counselors and are joining us today to learn from a counselor perspective about job development?  Go ahead and click on the raise your hand.

I see we've got right at 30 of you also are in that area.  So I must have missed, we probably have about 30 percent of the staff that are on the call today that might be working with preparatory type activities, but I do know that onethird of you are directly interested in hearing counselor type information related to job development.

And then the other third are very directly related to doing handson job development activities.

We know that we want the exchange to be a part of what you do and part of that is you lead can and guiding us as we go through this.

Slide 3: What is the Job Development Exchange?

Let me take us to the next slide.  I'm on slide number 3.  What is the job development exchange?  Well, to start with, it is the monthly employment focus through webinars.  We hope to bring you some interesting topics throughout every month of the year.  And we would like to have your input.  We want to focus on serving all kinds of job seekers, not just one particular kind.  You are going to see a variety of practices that we talk about here.

We are also going to utilize leaders in the field and practitioners so that you have a chance to get a feel for both.  Just like today in our call today, we have Christopher Button and Cassondra Holly.  Those two folks represent that.

We also want to look at tools that will work in almost every community.  We know some of you are in urban areas.  We know some of you are in the suburbs.  We know some of you are in rural southeast America.

We have clarity there that we need to find our pockets and make sure that our tools are going to target who you are.  The last thing that we really want to bring out, we want to see this as a conversation about job development in all economic conditions.  Since 2008 we have all had to look at what job development is like.  When I say we all, I'm referencing every person in America has thought about their job development, their job, how secure are they, how secure are they not.

So every person in America has questioned their job during these economic times.

We are all in a much better shifting pendulum right now.  There are pockets in the southeast that have not gone, and some have the fluctuation up and back and some balancing out.

We want you to know that as we talk about job development we are going to think about the economic times of today.  Living in the southeast, one of the things I'm very aware of, sometimes there's a delay in what happens on a national level as to what happens, say, in Mississippi or in Alabama.

Some of our states seem to have a year or two delay in the way in which things trickle down from federal or, excuse me, national initiatives or events that have an impact here.

So of course, we have our own impacts, those of us on the Gulf with some of our hurricane or oil spills.  We have those kind of regional type impact things that hit our economic conditions that the national conditions eventually get to us also.

We recognize that and want to acknowledge the uniqueness of every community and also the economic conditions of those communities.

Slide 4: Facilitators

As I said earlier, you are going to have a common voice on each one of these webinars.  Abby Cooper, also with Marc Gold and associates, and myself will be the coordinator.  One of the two of us will be on each webinar.  Today both of us are on welcoming you.  We really want to listen to what your questions are throughout the webinars, any notes or comments that you write to us in the chat room area that are very specifically about topic areas, please, we are going to pay attention to those as we develop future webinars.  Note that as we get a mailing list going that includes a large number of you, that we will likely be sending out a request for topics for our 2012 initiative as we are going.

So I guess our commitment to you guys is that we are going to listen to your questions.  I do mean listen.  And we would like input from you to make this an exchange, not a oneway communication tool.

Slide 5: Employment Values

Moving to slide number 5, I want you to recognize that we are focusing on a set of values.  One, zero exclusion.  You all know what that means.  As many of our states go closer to order of selection, you are going to find that we really do have to stop and look at who has been in that case load for a long period of time that we have not had any success for.  What strategies for job development do we need for them?

The second thing is we want you guys to think about who are the partners?  If there are 175 of us that signed up for today, how many CRPs, how many other counselors are out there?  How many other VR staff are out there that need to be a part of this?

One of the things that you'll hear us talk about are the messages that you'll hear me talk about is that job development belongs to everyone.  It starts with your board.  Even though you may have state boards, it goes all the way down to the person that works in that office opening the front door.

Job development is a part of, has partners everywhere.  So I want you to think about as you are on this call who else that you work with needs to be a part of the team that focuses on job development?

Thirdly, we want to think about strengths.  Strength of the job seeker, the family and community of that job seeker.  We are looking at building job development around those strengths.  The best of that job seeker.

The other piece that I bring up very clearly as value is that employment needs to have more than just an outcome of a paycheck.  I'm now substituting what I might have gotten reimbursed for around some type of government subsidy.  We want to think about moving away from poverty towards assetbuilding.  So we are going to really raise the bar of expectation.  Not just a job, but a job that builds on the best of who I am and one that creates a future that talks about what I might want to own, be it a home, be it a new car, be it a new radio, be it a new bedroom set.  Ownership is important to all of us.  And most of us go to work every day.  Those of you on this call are looking forward to what you are going to do with your next paycheck, assuming that either there's something you are saving for or something that you are hoping to purchase.

Slide 6: Our Goal with the JD Exchange

Our goal with the job development exchange, on slide 6, is to keep job development in front of all of us.  It doesn't go away.  We want to help everyone at the agency to know their role in job development.  And this is something I think we will flesh out more as we do this.

The last thing is that we want to teach and share strategies that work.  I think there is wonderful things, as I listen to many of you talk, on other webinars you've asked questions on individual phone calls, on our network calls.  We have learned an awful lot about the good  good things that many of you are doing and we want you to share those good things.

When we talk about a topic and you feel like you have something to offer, particularly in looking at the next six months, look at those topics.  If you would like to share some of your strategies about those topics, please email us so that we can begin to gather your names and talk with you about where the best way would be to share those types of pieces of information that you've got.

Slide 7: Shifts in the Employment Field

Moving to slide number 7, I think it's very important that we recognize that there are shifts in the employment field.  There was a time to where we thought that if you just train job seekers, that those skills would transfer and that there would be a job out there.

Then we got into kind of restructuring job openings to fit job seekers, talking with that willing employer that is willing to shape things for us.

Then we brought in supported employment in '86.  And looked at, well, this person, if they just had some help to learn the job, we could fade out.  Then we started creating jobs with employers based on their need.

Then we started using a blend of selfemployment and employer needs.  So guys, I think what we are seeing is that there are some shifts in the field.  There was a time that when we did this, the concept was if we just train for one, there was a job open for them.

You can see the shifts in our field right now.  We are all having to move in a different way.

Slide 8: Training as the strategy for job seekers to become employed

Looking at slide number 8, when we first talked about training, we thought that let's invest in all the different types of training, be it readiness training, getting a person just prepared to go open the door, to know to be there when the door opens, to recognize how they dress up.  To recognize specific skill training.  If this person has skills with cars or has particular skills with their hands, you're going to be looking at those types of skill training.

Then very targeted, certification training or college training.

All of those have been where we spent a huge amount of resources, not only in Voc Rehab but in all of our other partners or agencies that serve people, particularly in transition and job development.  There's a heavy focus on just train and people will get jobs.

WIA invested in training that was tied to specific employers.  So we have done a huge amount to engage those.  

Slide 9: Supporting the job seeker on the job

We started with our restructuring jobs and new employee training.  Those two pieces came along with ourself employment initiative and have done wonderful things for us.

But still needing to push us more.  We have begun to think about what else do we need to do.

Slide 10:Common Myths about Job Development

On slide 10 we talk about some of the common myths.  Abby, I'm going to turn this over to you now.  You want to introduce yourself also?

Abby Cooper:  I'm Abby Cooper.  I work for Marc Gold and Associates, a consultant with Southeast TACE.  I recognize some of the names that are here.  Like everybody else, I want to welcome you.  I'm particularly excited about this exchange because I think the coolest thing in Voc Rehab is when a person gets a job.  It is the most exciting, wonderful event in all of our jobs.  I'm very excited we are going to bring this to the forefront.

The first thing I want to talk about, first I want to reiterate some of what Civa said in that all the things that we've done in the past I think puts us in a very solid foundation.  And all of the things that we have done has helped us move forward.

So it's not like any one of us is not a useful thing to do.  The first, what I would like to do second is talk about is the common myths around job development.  One common myth is that education equals a job.  If a person has the education, then they can get the job.  But anyone on this call that carries a case load knows very well that a person can have an education and still need a lot of support in obtaining a job.

We know that a lot of the folks that we represent have a multitude of issues that need to be addressed.  It is not just having an education that leads to employment all the time.

There's another myth that the more employers' doors that are knocked on, the greater chances that a job will be secured for a job seeker.

Sometimes that's true, but frequently what is secured for a job seeker is a job that doesn't match them, a job that they don't work very long in, or what happens is that the person knocking on the large number of doors gets discouraged.  And if they get discouraged, they start believing that the person can't work.

What happens when we start believing a person can't work?  We start then pushing them to the bottom of our case load.  We start thinking that they are unemployable.  There is nothing worse than thinking that a person is unemployable.

Another common myth is that in our current economy, job seekers need to take what is offered.  And I know that some of you  because I know that I have thought this myself when I'm working with somebody saying:  You know, this is a start.  This is a start.  Just take it and we'll build on it.

The trouble is frequently we don't build on it.  Frequently the person loses the job.

Another very common myth is if a job seeker doesn't get the job, it's the CRP's fault.  I don't know how many meetings I have sat in when I was with Voc Rehab that talked about how the CRPs didn't have the right skills.  The CRPs weren't working hard enough.  The Community Rehab Providers didn't have the right skills, they weren't working hard enough for that are person.  So that's why people weren't going to work.

The reality is as we all know and if we're honest, we know that somebody obtaining employment is a very complex approach.  It takes, it has a whole lot of different layers.  And as a VRC, as a vocational counselor, part of your role is to figure out which layer you peel back and what support that person needs in order to be successful.

The blaming game has never helped any of us help anyone move forward.

Okay, I'm moving to slide  oh, shoot.

Why did it do that?  Civa, can you move the slides back for me?

Slide 11: VRCs Role in Job Development

I apologize for that messup.

Vocational counselors in job development have a critical role.  As a VRC, you are the gate keeper.  Basically if you do not believe that person can work competitively, then there's a really good chance that that person will remain unemployed.  Because the person goes to you for your expertise to help them think through what would make sense for them.  Many people that we represent are incredibly fragile.  They need not only your belief but your expertise to help them create a vision of themselves working.

So it is important that as the VRC you can look at that person and you have enough knowledge of all the different approaches so that you can actually see that person working competitively.  And it is very important that we talk about employment outcomes from the start.

I keep seeing people can't hear me.  The reality is, I'm yelling into the phone.  So Steffany, I don't know what else to do.

Slide 12: VRCs Role in Job Development (cont.)

Let's move to slide 12.

Steffany:  Abby, I hear you very clearly.  Go ahead.  I hear you clearly.

Abby Cooper:  I'm like screaming!

(Laughter.)

VRC, vocational counselors get an amazing, wonderful opportunity to help folks see their unique strengths and abilities.  I was talking to Erica Smith from Kentucky.  I have to share a story that she told me that highlights the wonderful opportunity we have around job development.

She started working with an individual who was homeless.  When she was working with him, she connected him to resources in the community.  She helped create a vision for himself.  The gentleman today is earning $30,000, owning his own home.

So to me there is nothing better than that opportunity.  So we get to build on whatever the job seeker's strengths are.  We get to help them and to think about what their employment choices are.

This is important.  Regardless of whatever type of employment strategies you use, one thing VR does a good job of is helping people think through what are their strengths?  And what are their contributions?  To guide people into employment, choices that will highlight that.

The other thing that we get an incredible opportunity to do is to provide supports and strategies around barriers and complexities that need to be addressed.

And it is not so much thinking that this person can't work competitively, but the question more becomes as we start thinking about it, what would it take?  And what are the most useful strategies?  And hopefully in this exchange we will have the opportunity to talk about more of the strategies that can help people maneuver around some of the real complexities they face.

Slide 13: The Art of Vocational Rehabilitation

I'm totally paranoid that I'm going to switch to the end again.  We'll move to slide 13.

Okay, I think the art  I do think vocational rehabilitation and job development, there is true art.  And I think part of that art is knowing how to determine what approach will work best for the job seeker.  We all know that when we work with people there are certain approaches that work great.  We also know that there are certain approaches if we utilize them in our counseling and guidance, we lose the person.

I think it's a real art to be able to know which approach will work best for a person.  Just some real simple things that we deal with every day.  You know, does the job seeker just need a lead to secure employment after they finish school?  Because they are going to be highly educated.  They could present themselves well.  They know what they want.  That's all they need.

Granted, those are not the majority of folks we represent.

More folks we represent are job seekers that need somebody to match their contributions to employers' unmet need or an employer's need.

We also, does the job seeker need training and skills and then supported in obtaining employment?

Does the job seeker just really need information?  They're stuck and they need information from perhaps a benefits planner because you have perhaps sent them to school and now they said they can't work because they will lose their benefits.  They are stuck.  They are so scared about what will happen to them if they go to work and what will happen to their benefits.

So it's figuring out what a person needs.  In my head, all of these pieces are directly related to job development.  I'm going to move to slide 14.

Slide 14: Vocational Rehabilitation Counselors’ (VRCs) Role

So from my perspective  and hopefully from your perspective  the more we understand different approaches to job development, the easier it will be to craft an effective plan for a person that aligns the resources that they need to be successfully employed.

So the more effective, the more approaches that we know that we can put together for somebody in the individual plan for employment, the more it will result in effective employment.

I guess what, I guess there's a piece of me that thinks, and I know this might be a tad bit sacrilegious, knowing those approaches and nothing how to craft your plan is far more important than just assuring that you have the right vocational goal.  It's the resources, it's the support, it's the strategies that create ownership and we all know that sometimes we struggle with a job seeker having ownership in their plan.  Lots of times people say well, that's just paperwork you do.  I don't necessarily need to care about that.  But we also know the more effective our individual plans for employment is, the better off the person is in obtaining the type of job he or she needs so in slide 15 which I just moved to, but it went back.  Why did it go back?

Slide 15: Creating a Vision

In slide 15 I just want to talk a tad about some of the strategies in terms of creating a vision.

And I think it's critical when we start talking about job development and start talking about our job seekers, that we help them really have a vision of the job they are seeking.  And we really get down to the nitty gritty in those conversations including what are the hours?  What are the wages?  Earning that wage what impact would that have on your life?  What do you give up?  What do you gain?

What is the pacing you need in a job?  What is the social interaction you need in a job?  How many people have put a lot of time and effort and money in assisting somebody obtaining a job and socially they didn't fit?  We could have avoided all of that by some conversation.

Help people really think about what tasks they will be performing, the type of environment, the amount of time they want to travel to get to work.  The more people can have this clear in their head, the clearer they have a vision of what their job will look like, probably the more successful they are going to be.

This means in counseling and guidance we help job seekers think about what do they want to do for pay?  How much pay do they need?  How does that fit into their life?  We have serious questions around this.

I always like to say, to ask somebody in terms of what will you buy if you earn that much more money?  What would you buy?  What would your life look like?  How would it improve?  Because we want people totally invested in this and we need to think about what training supports or education are needed and what they need from an employer to be successful.  For anyone on this line who has been unemployed, this is a very difficult thing to think about because we always think about what can we offer, how can we put our best foot forward so somebody will like us and hire us.

As opposed to flipping it around and have people think about:  What do they need from an employer to be successful?  Because we work with a lot of people who have failed and we want our efforts with them to be successful.  We also need the job seekers to think about what needs to be negotiated with the employer and who is going to negotiate that.  Is the CRP going to negotiate that?  Is the job seeker going to negotiate that?  Many people in our current economy get afraid to negotiate.  They go back to that myth of take anything and it will work out.

Slide 16: VRCs are the Job Seekers Advocate

Moving to job 16.  I think for job development in a VRC role, one of your biggest roles is that you are advocates.  You are advocates for your person.  You are making sure that your job seeker gets what they need.  If you are hiring out from a CRP.  Sometimes, Civa mentioned that many of the States in the southeast are teetering on order of selection.  And if we are moving to order of selection and this becomes critical, that both the job seeker and the CRP understand how to translate skills into tasks.

Skills is a performance activity that individuals can currently perform.  A task is a performance activity that an individual should be able to learn in a reasonable time frame, based on skills that they currently can do.

And it's important to have those conversations with the job seeker in terms of looking at what their skills are and how those skills relate to different tasks that they may like to perform for pay.

Slide 17: Monitor the Job Development

If you are contracting with a community provider, a CRP, I think it is your role to know the type of job development that that CRP provides.  Is that a good map for your job seeker?  I know sometimes that's really, really hard because there aren't a lot of options.

And if there aren't a lot of options and there is a concern that the way that CRP provides job development might not result in your job seeker obtaining employment, then there certainly needs to be some negotiation and some discussions with the CRP.

You know, you are going to want to know, your job seeker is going to want to know.  Think about if it was you.  How they present.  How do they present the person to an employer?

And particularly, what do they disclose to the employer?  And how do they disclose it?

You also want to make sure that the type of employment that is obtained for the job seeker is what the job seeker requested.  I don't know I don't know how many of you had the fun filled experience spending a lot of time with a job seeker and honing in and delineating the job they want and being told, well, you know, they are working at KMart collecting carts.  This is a great job, a great start.  It was totally different than what the job seeker wanted.  It was different than what was in your plan.

So we need to make sure after all that hard work, the job that the job seeker obtains is what you both have decided.

Slide 18: Job Development Approaches

There's lots of different job development approaches.  There's the demand approach that begins with the jobs that are in the community.  This is a great approach for individuals who have the skills and, that the employer is requesting and presents themselves well.  This works really slick.

If you have some experience and you present yourself well.  It doesn't always work as well for some folks who do not have those types of qualifications that an employer is looking for.

And I am going to turn this over to Christopher Button who is going to talk about some additional approaches.

One thing I want you to think about or I hope you think about when Christopher and Cassondra are talking is from an RSA perspective we always talk about supported employment.  From Department of Labor perspective, we talk about customized employment.

And certainly there are states, state Voc Rehab services that are currently providing customized employment.  There's demonstrations throughout the southeast.  There's Wisconsin VR that is doing customized employment, and Oklahoma is doing customized employment.

Traditionally it has been more, that information has come out from ODEP and Department of Labor.  Supported employment information has come out from RSA.  What I want you to do is think about where the similarities are and where the differences may lie.  So how do we reconcile that?  We will have some additional calls on that issue.

So thank you very much and Christopher, it's all yours. 

Slide 19: America Works Best When All Americans Work

Norciva:  Thank you, Abby.  And Christopher Button is from the Department of Labor and the Office of Disability Employment Policy.

She is a supervisor of policy adviser there the one of the things that Abby and I wanted to do is basically to set the stage to say that there are all of these issues and Christopher Button will be presenting next just basically about some of the things that are going on in ODEP and employment and sharing those with us.

Christopher, are you prepared to talk now?

(There is no response.) 

Norciva:  Steffany?

No, I can't hear you, Christopher.

Steffany:  I hear you, Civa.  Let's give Chris just a second.

(Pause.) 

Norciva:  While we are waiting on Christopher to be able to link in and for us to hear him, do any of you have any questions quickly for Abby?  I know she won't be on after this next call.

If you do, you can write those and while we are working on this, we might be able to answer some, but if we cannot answer this, then we will go ahead and put an email answer to you.  I already see that somebody has got, in regards to your myth that due to the current economy job seekers need to take what is offered.  In the state of Tennessee  first of all, let me tell you we do believe that's a myth.  We don't believe people ought to take anything they are offered.

In the state of Tennessee if a person is drawing unemployment and are accepted a job, if they do not accept the job they can no longer draw unemployment.  So clients drawing unemployment may have a different scenario.

I do know that in almost every state that is a similar issue that is there.  Abby, do you want to respond to that?

Abby:  Yeah, I do a little bit.

In the sense of you are absolutely right that unemployment requires you to accept a job.  In that situation, obviously the person needs to accept the job because they probably cannot afford to lose their unemployment.  So I guess then if you are serving somebody jointly who is with employment security who is receiving unemployment, then I think some very careful thinking about what jobs they apply for.  I know the standards vary depending on your state on how many jobs you need to apply for in a given month to get your unemployment check.

But I think then the thinking comes before the person even puts in the application.  So when they are offered a job, the job does fit with what they need.

Does that answer your question? 

Norciva:  Good point.  A lot of thought going into preapplication.

Steffany, is Chris ready?

Steffany:  She tried to call in again and we still can't hear her.

Abby: Hello, Chris.  Are you on the line?  Maybe we don't have a correct number to mute and we may have muted the wrong line.

She said she could hear all of us.

Steffany:  Is it possible for her to type her phone number in the chat area?

Abby:  I'm just writing her that.

Norciva:  She just did.

Everyone, if you'll kind of bear with us here, Christopher Button has been very active in our field and has been very supportive as a policy developer.  Chris was very much involved in 

Chris has been very involved in both the development of supported employment legislation and then also later for customized employment.  Let me stop and see if they have been able to connect with the sound.

Christopher:  This is Chris.  Can you hear me? 

Norciva:  Yes!

Christopher:  My goodness!  Technology is so wonderful when it works.

(Laughter.) 

Abby:  And when it doesn't it is awful.

Christopher:  I apologize for that little delay.  So I'm really happy to be here.  Thank you very much, Civa and Abby and Steffany and certainly to everyone on the phone.

Slide 20: Labor Market vs. Customized

I am going to slide 20 right now.  And just say a couple of things before we get started.  Civa mentioned I work with the Office of Disability Employment Policy at the Department of Labor.

For those of you who don't know, ODEP as we are known is charged with working across the federal government to increase employment for people with disabilities.  As such, we partner with RSA.  We partner with ETA.  We partner with CMS and Medicaid, with SSA, with ADD.

As well as with small business administration and other federal programs and agencies.

And Civa asked earlier for folks to raise their hand when she asked a question about something.  I am going to ask people to raise their hand.  I want you to raise your hand if you think that Washington, D.C. is the seat of all knowledge.

Hmm.  I don't see any hands going up.  That's the right answer!  Because in fact, what we do here, whether we are at ODEP or RSA or over in the Medicaid program or wherever we are located, is base what we try to do is inside the bureaucracy, advocates for people with disabilities, if you will, we rely on people like you to tell us what is happening.  To tell us what you need.  To tell us how things are working or not working.  And so I feel really honored to be a part of this launch communication webinar you all are starting on job development.  I know I won't be on all of them, but I will be able to hear from your representatives through Civa or Abby, what you all are talking about, what you feel that we might be able to do to assist you to do your jobs better.

So as we work across the government with whichever agency, we can carry your message as well.

Abby and Civa talked about the job market and that's a big piece of what the Department of Labor does.  I'm on slide 20 still for a moment.  When we talk about labor market we are talking about what is the demand in that community.  What are employers saying that they want?  What are the job postings say?  What do the want ads say?  What are the occupations and the industries saying that they want in terms of employees?

As employers, what are the job openings?  What the requirements of those jobs in terms of previous work, skills, skills that the person is expected to bring as they apply for a job and hope to land that job in the labor market demand side of that position.

And so it's based on the economic trends, the business trends and for a lot of folks it's just great.  For a lot of folks it's just great.  Many of us probably got our jobs in that exact way.

At the Department of Labor we talk a lot about high growth industries.  We talk about high growth demand industries and certain industry areas are identified and then a lot of effort and initiative is kind of crafted around those high growth demand market areas, whether it's grant dollars, whether it's technical assistance and training and webinars or whatever, to help employers in those demand labor market industries learn what it is that they might be asking and also to help people who are helping job seekers to get jobs learn about those industries.  And much effort in that area.

It's assumed that the jobs will be there because they are high growth and, therefore, we can refer people there to get jobs.

Just last week I was in a meeting with some staff at the Department of Labor, not in ODEP but at the Department of Labor.  These staff were runs not a disability program but a program for older workers and we are started talking about the high growth labor market world.

One of them said:  You know, we are just, our grantees aren't having a lot of success getting people placed in those jobs and it was for that reason back in about 2001, not specific to that aging program that I was talking about last week, but generally around a disability, that in 2001 ODEP decided let's kind of take the best of what we have learned from the world of disability and employment and particularly from the best in our minds and our vision of what was coming out of VR through the individualized supported employment type program for people with the most significant disabilities and how can we teach the rest of the world with disability and the disability employment strategies that have been so successful for people who have multiple barriers to employment, how can we show the rest of the world how they can help people with barriers to employment?

Because of course with the onestop career centers, of which our VR centers across the country, as you all know better than I, but their customer basis largely people with some kind of challenging experiences with getting employed.  And we also know that there are a lot of folks with disabilities that do come there, whether for order of selection reasons or other reasons.

So we wanted to come up with a concept that fit within the generic world of labor, but was taken from the best of rehab and supported employment.

And we used the word "customized" for a range of reasons because it represented the strategy that we were hearing, not because we were sitting inside some office inside a big bureaucratic building in Washington, D.C., but from what we were hearing really from the leaders of supported employment, including your own people here on the phone today.

This is what the best strategies are for really the folks who have been considered unemployable and that we can get people employed if that labor market demand approach is not working, or even if in some cases the more traditional supported employment has not worked for these individuals.

And that we can create a goodness of fit between the individual and the world of work, the job that they end up working in.

And we decided to call that customized.  It fit within the context of the workforce investment act.  The Rehab Act of course is one title of the workforce investment act.

We also gave it that name.  I haven't told very many people this, but we gave it that name because back when we were conceiving the grant programs that initially validated the approach, we were in a number of meetings with a great leader in the world of disability, a man by the name of Justin Dart and he was up on the stage one day and he said what we really need to do is to figure out how we can customize the job to the person, regardless of who the person is, so that we can use their strength and they can contribute what they can contribute and be valued in that workplace.

And so it just crystallized.  Okay, that's how we are going to  that's what we are going to call this.  That's what we are going to call this.

Slide 21: Customized Employment

I am now going to move to the next slide, slide number 21.  And we decided that we would call it a universal strategy, this whole notion of customized.  We figured everybody customizes.  For those of you out there that are managers, whether it's in a VR agency or a community rehab agency or wherever you are housed, if you are a manager, you are probably doing your best to match the people you work with to the tasks that they get energized about.  So the tasks that they do well.  I know that I certainly try to do that as a supervisor here at labor.

Everybody customizes to some extent because it's a winwin.  You get more out of the individual, the job seeker in this case and you are getting the work done that needs to be done.

With the customized initiative we decided we are going to take this notion.  Everybody customize.  It is going to be winwin.  We are going to individualize as we do in supported employment.  We are going to add the negotiation piece where we are actually going to be negotiating with employers based on the individual's strengths and interests and the needs of that employer to create a goodness of fit around the job.

Slide 22: Assumptions

And Facebook, in order to grow it, and I'm going to go to slide 22, we had to come up with some formal assumptions and in order to make the case, if you will, for some dollars to be devoted to proving that this can work with not just people with the most significant disabilities for whom other approaches had not worked, but also for other people who may not have disabilities, who for whatever reason their life situation has resulted in not being successful in finding and/or keeping a job.

So on slide 22, you see a number of assumptions that we came up with.  The  assumptions that we came up with.  The first one being and I touched on this already, what we learned from the best of disability policy and practice over the last 20 years, now it's almost 30, will be beneficial to other people with complex barriers.  This is leading the rest of the country.  To the extent that we can have employers further embracing these strategies, not just for people with disabilities but for others with barriers to employment, it opens up more possibility for people with disabilities.

And for the rehab system or job development staff or whomever is working with the employers for finding the right goodness of fit.

We have the assumption that demonstrating the effectiveness of customized strategies through the generic workforce system will increase employment for all people with complex needs.  I kind of talked about that already.  The generic workforce system, of course, having VR as an essential partner and in fact I would say the VR system was an essential partner in basically every one of our projects that we funded.

And the final assumption there, building capacity within the generic workforce system to customize employment for people with complex barriers to employment will require multiple changes across traditional and nontraditional systems.

It was introducing to the generic VR world something that we were familiar with, the notion of using people's strengths, building on their strengths, individualizing what was done and bringing in these other partners who might need to be brought to the table who have not been at the table before.

And they are partners such as Medicaid, Social Security and benefits planners, maybe small business development programs.  There's any number of other programs and services that an individual with a disability might in fact be eligible for, have access to, and if we can kind of bring them around the person then we will be able to put together with that individual a good plan for and find with them a good employment fit.

Slide 23: Fundamental Principles:

So moving to slide 23, the fundamental principles, as we launched our initiative, were that we were going to be going after integrated, individualized and negotiated jobs.  I want to emphasize on the integrated piece, talking about no segregated jobs.  All jobs, minimum wage or above.  Negotiated with the employer around specific job tasks so they were customized actually to the person and to the employer.  And that individualized funding would provide choice and control to the individual.

So that again the rehab system having been the leader in providing choice and control because that has been a part of your charge since, golly, '86 amendments, '90 amendments to VR and that the other systems had a lot to learn from you.  Yet all of us have things to learn to push it to the next step.

And that this part was going to be an essential piece of these projects that we were launching.

And finally, blending and braiding funds to leverage multiple systems was also going to be an essential part.  This is not leveraging funding, but resources, whether that's staff or other resources.  Again, Medicaid is a great example.  We would hear constantly:  If I can't get it from Voc Rehab for whatever reason.  Well, if we can bring people around the table, maybe there's one piece that rehab can provide.  Maybe there's another piece that Medicaid can provide.  If there's another piece through the Ticket to Work, maybe another piece provided through transportation.  You know what?  We had a lot of pieces also provided through the public workforce system, onestop career centers, individual training accounts and other resources that they had available.

So again, it was the idea to bring people together in a different way to document this notion of customizing and starting with the charge to all of our grantees that they should choose people who had been considered unemployable.  And we were going to demonstrate because we believed that people can work.  And that if we use these strategies, not only can they work, but they are going to be out there in jobs at above minimum wage.

Slide 24: Self-Directed Accounts:

I want to move quickly to slide 24.  Just mention on the self directed piece, on the individualized funding piece that as we worked with our grantees, these are just some of the systems that we urged people to look at around individual, if you are eligible for Medicaid or Social Security, if you're eligible or if it's possible to access labor dollars.  Other health and human service dollars, education dollars, SAMHSA dollars.  We had economic development agency or economic development systems in our local communities providing funding, as well as private funding that was achieved through foundations and other sources.

So we've got lots of examples of how this can actually be achieved on behalf of individual people.

Slide 25: Customized Employment

Moving to slide 25, we were successful in actually launching four major grant initiatives and actually developed putting a lot of Department of Labor money behind this initiative, we had five chronic homeless grantees.  These individuals were, or these grantees were charged with securing integrated competitive employment for people who are considered chronically homeless.  The federal definition includes disabilities, and presumes disability.

And this was an initiative that was partnered with HUD, housing and urban development.  For every person who got dollars for people who were chronically homeless, HUD provided permanent housing dollars for that community.

We had 20 customized employment projects.  The primary fiscal agent was the onestop career centers.  They were required to partner with, as I said, with other traditional and nontraditional partners of that system.  And VR in fact many instances flowed the project through to VR while still having the onestop be a partner in terms of assisting with assessment, assisting with intensive training dollars.

We had workforce action grants that were targeted to a different population.  This was the Olmstead population, after the Olmstead Supreme Court decision and the order that was issued by the president at the time that the federal agencies will work together on are implementing the Olmstead decision.  What we found was that there are lots of agencies that were focusing on housing, on personal assistance, on community living.  That no one was focusing on employment.

We presumed that that was because there was an assumption and erroneous assumption in our mind, that people who were transitioning out of nursing homes and snugs might not be able to work.  We wanted to disprove that assumption.

We had a variety of TA resources targeted to each of the grants as well as the system as a whole, trying to document and validate that this approach can work for people for whom other approaches have not worked.

Slide 26: Preliminary Project Data Outcomes

Move on to slide 26.

And here I have just some project data, some outcomes that says preliminary.  In fact, this pretty much held up throughout the project.

Of the participants in, across the various grant programs, 96 percent were earning above minimum wage, with a wage at that time  this was actually five years ago.  I'm going to talk in a minute ago about what happened since we collected this data.  $8.60 an hour, many of whom were working over that.  40 percent were earning over $8.15 an hour.  People who were considered unemployable or were in sub minimum wage jobs.  33 percent worked fulltime and others working 21 hours or more a week.  63 percent had positioned, customized positions with potential.

Slide 27: Coming off/Staying off Support Services

Moving to slide 27.  We had some individual who actually came off and were able to stay off support services.

Even though these were small numbers, we thought they were significant in terms of coming off of, staying off TANF, coming off of food stamps, coming off SSI or staying off SSDI in the case of those.

Small numbers but powerful in terms of the findings.

Slide 28: For Individuals

Going to slide 28, what did we find?  What did we come up with at the end?  As we looked at the results of the projects and then began to think about how can we take it to scale?  For individuals, we felt that the process of customized employment produces high quality employment with increased wages, benefits and level of integration into the community for people with disabilities who are previously considered unemployable by some systems.

And again, a plethora of examples.  If you go through this different process that starts with the discovery of the individual strengths and their needs and what they have around them in their life and you create this planning process and this development of a portfolio of their skills and interests, and that leads you to where to look for the job and you do the negotiation with the employer and there is a goodness of fit.  We found that not only did the people get these jobs, but they kept them longer.

Customized employment leads to reliance on public benefits and can result in employment of other people considered hardest to serve for the workforce system.  This is one of the assumptions we wanted to prove and we did find that across all of our grant sites, that people, that the system was beginning to use these strategies beyond disability.  One of our best examples of that is people on TANF and the Alaska project, which was pretty much entirely run by the Alaska VR program up there and had TANF at the table as one of the partners.

I guess the TANF folks were sufficiently impressed with what they saw happening in the customized projects for the individuals with disabilities that they initially did a pilot using their own state TANF dollars and have now taken the pilot statewide.

Speaking with someone from the TANF program up there in Alaska within the last six or eight months, she said to me that their counselors felt that they had learned more by implementing this process about an individual in six weeks than they had previously learned in six months.

And that the jobs were in fact being maintained and held longer.

So we thought this was really exciting particularly for individuals again who are the hardest to serve for people for whom maybe the demand approach has not worked.  That we should not presume that the person cannot work.  We should not presume that they should automatically be directed towards a sub minimum wage or sheltered position of some kind.  That we should first consider customizing as an option.

Slide 29: For Systems

Moving on to slide 29, we also had findings for systems.  One of which was the integrated customized employment model, increases efficiency through new partnerships and funding sources.  I feel like I'm a broken record on this, but Medicaid, Ticket to Work, VA dollars, foundation dollars, braiding resources and supports made it possible for everybody's dollar to be stretched further.  Certainly in terms of the labor programs, this was very new to be even working or talking to these folks with the exception of VR.

And so that was a very positive finding.

And it can change the way the systems are organized and operated both for customers as well as others with barriers to employment.  This again is the disability world of employment.  Teaching the rest of the world of employment what is possible for the folks that they have challenges with for getting good outcomes and by using this universal approach customized, which again is, stands on the shoulders of and is built on the best of supported employment and then extrapolated to the rest of the world with barriers that the systems are doing things differently.

And that within those systems, leadership personnel are the change agents for making it happen.  That's where you guys come into play because you all, the VR staff, the job development staff, you are all the leadership personnel that are needed.

Slide 30: For Employers

Finally, slide 30 for employers, that using this approach can help employers retain staff.  Perhaps there's been an injury.  Perhaps it's a mature worker who either no longer can work 60 hours a week like the rest of us are working, or maybe because through the natural aging process they have some tasks that maybe they are better at than others and prefer both from the employer perspective and the individual perspective to begin to hone in in this way.

The use of this approach can assist employers to address specific conditions in their business that require attention, the unmet needs that they have and all businesses have, unmet needs.

When we first started talking about this, people would come to us and say we can't believe that employers are really willing to talk about this.  Employers are not going to want to negotiate a job.

That's not what we have found.  As we have moved from the projects to then thinking about how to take them to scale, to take the approach to scale, this has been an essential finding really, that employers are willing to do this.  Many employers are very willing to do this.  And we have found, I think, seeded both by the best of VR in combination with this approach put forward through the ODEP projects but taken from the leaders in the world of disability employment, that we now have customized being funded so many places all over the country as Civa mentioned.  Lots of agencies are funding discovery as part of investment.

Medicaid can fund some of these things.  Again, depending on the State.

There's a variety of ways that various aspects of this process can be financed.  We are currently in fact in discussions with RSA specifically about this topic because you guys probably know that the WIA reauthorization is in play.  The Senate has put out a draft reauthorization bill and the Senate draft reauthorization bill for Voc Rehab includes customized employment.

So we have already had meetings and are really so honored and happy to be working with RSA on how to make that more well understood across the country.  We are always trying to be find ways to show the relevance of the strategy generically because again the belief behind it is to the extent that the strategies are understood to be universal in their applicability, the more employers accept them.  And, therefore, the more open they are when a VR counselor or job developer or whomever comes knocking and, oh, customized, sure.  I've done that over here, over here, over here.  Let's do it for this individual as well.

It's not new and separate and different and only something for people with disabilities.  It's for their workforce because everybody customizes.  In fact, there's a company called DeLoitte which some of you may have heard, they have a book out called mass employment customization, which is in terms of the strategies, but the concept is the same and that is we are going to allow or we are going to encourage the people we work with to customize because if employers do that and the employers of the future shall the best employers of the future are going to be doing this for their staff regardless of whether they have disability or not.

Slide 31: Workplace Flexibility

So moving on to slide 31, one of the places that we are working right now in addition to the WIA reauthorization which has been huge getting customized into that draft bill, is the president requested the Department of Labor to do a major initiative on workplace flexibility.  It's being implemented by the women's bureau here at labor and people think about flexibility and when it's done.  What we have put into the conversation is what are the job tasks?  So as the movement across the country demanded very much by young people but also of value to mature workers and others, workplace flexibility.  I want workplace flexibility in my job.

When we talk about flexibility, let's also talk about flexibility around what tasks are a part of my job.  That's only one piece of customized.  That's not the whole thing, but it is a very, very important piece and would that we are happy we have been able to get included in that dialogue.

We also have and I don't have a slide on this, something called the disability employment initiative, a joint initiative of the employment and training administration and ODEP, mandated by Congress in the appropriations bill where we have been given a good chunk of dollars by ODEP's standpoint anyway, we had $24 million last year and about the same this year for grants to go out to the public workforce system to build capacity, to serve people with disabilities through partnerships, just as we have talked about.  So that's obviously VR, but it is some of those other partners as well.  To becoming employment network under the Ticket to Work to potentially access all those additional resources on behalf of eligible clients.

And one of the strategies that is allowed in the grant for people for the grantees to implement is customized strategies.

And so we are excited about that possibility of again beginning to find additional ways to take it to scale.

Slide 32: Conclusions

So moving on to slide 32, a couple of conclusions.  You know, the demand approach is great and works for some people.  However, if it's not working, we know from these projects and feel that we have proven that this other approach can work very well.  There's a goodness of fit with the best of supported employment.  By that I mean really the IPS model, the individualized placement model, but we are probably emphasizing more the discovery up front, the negotiation towards the end, to get that goodness of fit that works so well for people.

We feel like we have validated that the customers who are successful were frequently some of the hardest to serve and hardest to place individuals who were either not working or working at some minimum wage and are now out there at above minimum wage.  That systems changed and leaders such as yourselves can help make this happen and that it can be pretty much replicated and is being replicated in many places.

In fact, later this month, fingers crossed, we hope on July 26 the ADA anniversary, ODEP has three videos that are going to be released.  So please be watching for those because you'll find some more.  They are very short videos.  One is targeted to employers.  One is targeted to general information about customized.  The other is targeted specifically to youth and customized.

And we are hoping to get those out there to help people begin to understand again particularly because of the conversation that is taking place on Capitol Hill right now about inclusion of this more formally in the legislation.

So again I am really honored to be here.  I look forward to hearing through Civa and Abby what you guys are talking about to the extent that that's appropriate that I hear and what we might be able to do from where we sit and from the hats that we wear to help you and so that what you all are learning through this process can help inform us here at labor as we work with all the various agencies inside the Beltway where we are so dependent on hearing from you all to keep forward momentum in this field that I know we all care about.  So thank you very, very much, Abby and Civa and everyone.

Norciva:  Thank you so much.  It's always a pleasure to hear your perspective and knowledge about this.  We have some folks saying they really want to bring some feedback to you as a policy maker and then to others.

Guys, I'm saying to email me.  My email is on the TACE website.  We'll pass those on.  There are several folks who are policy makers.  We at TACE cannot be directing or lobbying in any direction, but you can do that on your personal efforts there.

Chris, it's so well that you both in  brought in both concepts.  We are looking at job development from every angle, customized employment, labor driven.  We hope this exchange will have a broad array that will serve everyone in thinking about this.

I know that you won't be on at the end of the call.  If anybody has any specific questions for Christopher, not about our legislation, though, go ahead and ask those in the next few minutes and we will take those just briefly for about five minutes before Cassondra shares her information with us.

If you have questions for Chris right now, either raise your hand and we'll put the audio on or write in the chat session briefly as we are talking here.

One of the things while we wait here, Chris, I would just like to say thank you for the team legislation also addresses customized employment.  So we are also beginning to see just the whole initiative of job development to be in legislation in a much bigger way.  A real shift from the training focus, having dollars to buy training, a real directive that seems to be very focused on job development.

Is that just my sense, Chris, or is this very clearly the direction now?

Christopher:  I agree with you, Civa.  I forgot to mention the team legislation and we don't know if it will pass or not, but that is another good example of where strategies, various strategies for getting people into jobs and particularly youth in that case into competitive integrated employment.

With customized being one approach.  That's mentioned.  We are real excited about it.  We are real excited that there's a lot of attention to job development right now.  And recognition that there are multiple strategies and that we shouldn't give up on people, you know?  That we need to really learn from the best of what they have to offer and we need to not think that employers aren't willing to look at needs that they may not even realize that they have in their business, but there's, you know, a skilled job developer that can help make them understand.

Or assist them in understanding.  So yes.

Norciva:  Thank you very much.  There is a request from someone, David Culver is asking about the disability employment initiative source info for applicants.  Is that something you can send to me and I put on this website or on this webinar for resources?

Christopher:  I absolutely will.  I believe we have a website where the abstracts of the existing disability employment grantees are posted.  Those would be the ones funded last year.  That includes Kansas, Arkansas, New York, New Jersey, Illinois, Virginia, Alaska, Maine and Delaware.  The second round of grantees, the grant application closes this Friday, July 15th.  We expect to have the next round of grants awarded by midSeptember.  Civa, I will make sure you have access to the information about who has been funded and what they are doing. 

Norciva:  Thank you very much because that first round did not have anybody in our southeastern states in there.  I wasn't sure 

Christopher:  Got to get you guys into this.  This is a lot of money coming into the system.  So again, VR is our national partner. 

Norciva:  Yeah, very much so.  We will look into that and talk very briefly.

Chris, thank you very much.  I know you are going to another session.  Thank you for sharing with us.  I'm sure everybody today on the call appreciates your welcome into your world of how we got here and the world of policy development and wherein and how important it is for us to be cognizant of all of the strategies and use all of our resources to get tools to people.  Thank you very much, Chris.

Christopher:  Thank you all very much, thanks.  Goodbye.

Slide 33: Cassondra Holly-Glouster

Norciva:  Let me move us to Cassondra HollyGlausier and I'm hoping I spelled your name right.  I think it's spelled differently, Cassondra.  She is someone I've known for the last, I don't know how many years.  But Cassondra has worked in the State Department of disability services in Mississippi.  When I said we were launching this job development exchange, I really wanted someone that could just say here are some jobs that we got in the southeast and to talk about just a few minutes of job development.  Cassondra has used a lot of different strategies to get to know people.  You're going to get a glimpse of one of the tools she used.  This is just a piece of her job development portfolio that the agency uses to present to employers.  You are getting a sneak peek at pieces of it today.  Mike Callahan and Cassondra later in the year will be doing a presentation on tools to take to employers, and Cassondra will go through the entire portfolio.

Today I wanted Cassondra to share with you a little bit about how they have set up doing different types of job development.  Cassondra?

(There is no response.)

Norciva:  No, I can't hear you.  Let me connect with Steffany.  We probably need to release you.  You are on the phone bridge.

Cassondra?

Steffany:  I'm here.  Can you hear me, Civa? 

Norciva:  I can hear you.  Cassondra probably needs to have her button unmuted.

Steffany:  Okay.

Cassondra, can you type your number in the chat window, please?

Norciva:  We have just moved over to a new phone line so that we wouldn't have as many dropped calls and interruptions in our phone systems and our webinar.  That's why we are getting adjusted to the new network here.

How many of you feel like we're on target with our job development, just talking about job development strategies?

Give me a show of hands over here if you feel like we are beginning just to set the stage, is what we are trying to do today.  Each other's session will be dedicated to a very specific piece of job development.  Notice later on we will be talking about networking strategies, presenting information to portfolios.  A lot of just very different things.

I see several of you feel like we are headed in the right direction.

So those of you that would like to offer more input, make it yours.

Cassondra, are you on yet?

Cassondra:  Can you guys hear me?

Steffany:  Yes, we can hear you. 

Norciva:  Yes, thank you.

Cassondra:  Okay.  All right.  Y'all can hear me fine then, right? 

Norciva:  Yes.

Cassondra:  I wanted to make sure.  I want to thank Civa and TACE and everybody for asking me to be on the call today to give you updates on how we are using customized employment. 

Slide 34: Our Agency

I'm going to go to the next slide, slide 34.  As Civa alluded to, we will be looking at some of the slides that are actually within our agency portfolio.  And also I want to thank Chris because she laid a wonderful foundation for this presentation.

But I wanted to let you know we are still trying to tweak our agency portfolio.  We have had some staff that have gone out and used the agency portfolio and have felt comfortable.  As you know, it's a work in progress but we are using it.

If you look at slide 34, you'll see this is actually the first slide that we use in our agency portfolio presentation.  When we actually go and speak to the employer, we start with:  What does our agency do, how does it fit into the customized employment process, how do we collaborate with the job seekers.

Basically what we tell the employer is that our agency helps to connect employers such as yourself with job seekers who have disabilities.  We focus specifically on those valuable contributions, the skills, the interests that the job seeker offers.  And we further go into discussion about how we can actually customize a job and how we customize it is we look at the unmet, potential unmet needs that the employer may have.  We try to match those skills and interests of the job seeker to those unmet needs.

Now, at times when we have gone into actually talk with employers we have had them say:  Well, we had someone from your agency who came to talk with us in the past and we really do not have any openings.

How we handle that is, we tell them we are here to help get people jobs through what we call customized employment, not the labor market approach.  Previously you may have had someone come in and talk to you about the labor market approach and in that case we are looking for job openings, we apply for those openings and wait for potential interviews.

With the customized employment, we are looking solely at really getting to know the job seeker through the discovery process.  We find out skills, their interests and match those to potential unmet needs.

Another thing that we try to emphasize is that the Department of Labor does recognize customized employment.  They encourage customized employment because they like how it individualizes that relationship between the employee and the employer.

Now I'm going to go to the next slide.

Slide 35: Meeting a Need

This next slide on 35, oops, excuse me.

Thirtyfive is actually an example of how we met a business need.  This young man actually had the handson experience of working with, he has both visual and hearing impairment.  This is a job that was negotiated by the Mississippi Department of rehabilitation services.  The job required the young man to repot seedlings for a local plant distribution.  We identified this position on a tour.  We toured the business and the business owner began to identify some need that he actually had.  One of the needs was that his production was bogged down.  They had a backup in production.  He was having to take staff from other job responsibilities to come and just repot the seedlings.

So he was telling us he wished he had someone who could solely focus on that task.

And it was negotiated, the job description was negotiated where the man worked five days a week, two to three hours a day.  How we actual I customized the job to meet some of his accommodation needs, we built a structured environment.  His work setting was set up where all of his materials were within hands' reach.  We brought in a job trainer that helped initially teach him all the job responsibilities, spacing and communication.  The young man caught on so quickly, we were able to phase the job trainer out and the job trainer was there more for communication.

This young man stayed at the position for two years and he added to his job responsibilities while he was there.  He not only repotted the seedlings, but he started watering the plants and helping to load the trucks.

The way he loaded the trucks, he would have the cat nip containers that he repotted next to him.  He was the first person who pick up the containers and hand it to the next person on the truck.

I want to point out when we first approached the employer about this young man, we went in and we kind of had him in mind but wasn't for sure.  We talked to the employer.  He was so impressed with the visual resume that we had, he said, you know, I've never worked with someone with both sensory or  with both hearing and vision loss, but let's give it a try.

After two weeks time he actually came to me, because I was the job trainer.  He came to me and said I'm very impressed with the customized employment process.  He said it seems like you really know my new employee.  He said it made a good job fit and made me feel more comfortable.  After the young man left, the only reason he left the job is because he moved to another part of the State.  We did a video resume for the young man.  This employer said I would love to be a part of that.  I would have to say, he just was very positive in what he had to say about the customized employment process.  He said as an employer he felt it was a smooth transition, and it especially made him think out of the box.

Slide 36: Meeting a Need: Example

I'll move to the next slide.  The next slide  whoops, I don't know why it did that.

Excuse me y'all.  Sorry about that.

Civa, can you help me get to it? 

Norciva:  I think you're just about there.

Cassondra:  I apologize.

Slide 36 is just talking about the note that we just went over.  

Slide 37: Preparing for the next day

Slide 37 is actually another example of how we met an employer's need.  It actually is preparing for the next day.  The lady Mary in this story has vision and hearing loss.  Basically, this job targeted prep work for a local florist.  It was basically trimming the stems of the flowers and taking the leaves off the flowers in preparation for an order to fill the next day's orders.

Well actually went in to take a tour of the business an we had Mary in mind because she had some horticultural experience.  She grew plants on her patio and tomatoes on her patio and really enjoyed this.  As we went in for a tour of the business, the employer identified needs and talked about it really took time.  He had to take staff from other job responsibilities and you know, trim the flowers and prepare for the next day.  He really wished he had someone who could do that.

So we were able to negotiate a job where she solely focused on just trimming the flowers, taking the leaves off, to help increase the production.

And we brought, how we customized it, we brought a job trainer in to help teach the initial job responsibility, had there for safety.  Mary picked up on this job task so quickly, but also she was able  she worked five days a week, I think two to three hours a day.  That was part of the negotiation.  Monday through Friday.

And she also added to her job responsibilities.  Not only was she preparing the flowers for the orders that went out the next day, but they actually got to where she was restocking the plants and she actually started to gather some of the other supplies like the picks, the wire, and the ribbons for the arrangements also.

I wanted to let you know the background about this lady.  This is someone we initially, we thought she would never work.  She came from a home environment where her mother was elderly and could not really take care of her.  She was placed into a nursing home setting.  It really wasn't an appropriate setting for her.  She basically had gotten to where she didn't trust a lot of people outside of her small family that she had.  But she went to training at the Helen Keller action center and came back.  This is a lady now.

What she wanted out of life.  She is working 20 hours a week now at a restaurant doing prep work.  She transferred from this position into another position.

All right?

Slide 38: Preparing for the next day

Now, the next slide is going to be slide 38.  That's just some of the notes we just talked about.

Slide 39: Sometimes meeting a need…

Slide 39 is actually another example of how we met an, a potential job need.  This is talking about sometimes meeting a need, does doesn't mean fulltime or wage employment.  This is a job that was created that supported another business.  This is a shredding business.  This man is visually and hearing impaired.  We identified this on a tour.  By talking to the employer.  Basically there was a warehouse setting that had old documents that were being stored for several different agencies.  Every so often they had to shred these documents.  So what we did is, we went in and we negotiated the Department of rehab negotiated the job for five days a week for about four hours a day.

And what we did is we used what we call resource sharing where the Department of rehabilitation services actually supplied or purchased an industrial shredder for the man to use.  And we customized the position by bringing in a job trainer, but we also set up his work station in a structured environment.  We had an industrial shredder that was in front of him.  We used a different texture style mat on the floor and had a table next to him that had all the old documents on it.  Basically the texture was there to help him realize when he was out of his work station area.

We put the documents close to him within hands reach so he wouldn't have to search for them.

But this man stayed at this business for almost a year before he had to leave because of health and personal reasons.

Slide 40: Meeting a business need…

Next slide, going on to 40.

This is an example of an employer's need that was met.  This is a young man where we actually negotiated the job at a local university the employer actually identified the job.  We went in to, to meet the new director of the food services at the university and we were just trying to build a relationship.  While we were there we started talking about the customized employment process and actually talked about Kevin, the individual that is in the picture.  And all of his contributions and work experiences that he had.

Well, this engaged the employer in a conversation.  He said he never heard about customized employment before but it sounded like it was an interesting process.  He would like to find out more about it and also like to meet Kevin.

After that initial meeting on the spot, we sort of, started negotiating a job description and had Kevin come in for a second meeting.  He was hired.

The job description included him actually doing data entry.  He helped to type up the menus, the place cards, the orders.  He also did some of the prep work preparing for certain parties that they would have, rolling silverware and also any other type of tasks that they had.  So he had a variety of job responsibilities.  One of the neat things, Kevin works five days a week, two hours a day.  He really liked working at this particular university because it was close to his home.  And he just started this position about three months ago and he has been very excited about this position.

The employer said, like I said, he never heard of the customized employment process, but there again he said positive things about it.  He really thought it allowed him to really get to know Kevin and have a better relationship, knowing his employee a little bit better.

Slide 41: Negotiating to meet your needs

This next slide is just talking about how we, on slide 41, how we negotiate.  Basically it's talking about if there is an unmet need found within the business, then we sit down and we negotiate a job description.  And the job description has to meet both the employer's needs and the job seeker's contribution.  It has to be a winwin situation, as Chris alluded to earlier.

Once we sit down and we do the job description, then the potential employee comes in to meet with the employer and, like I said, it has to work for both the employer and the job seeker or we do not consider a job match.

Slide 42: Customized Employment

Slide 42, that is talking about what I mentioned earlier, discussing the customized employment process and the support that the Department of Labor gives.  

Slide 43: Your Skills Matter

Then slide 43 is talking about our skills.  Chris really said this very nicely.  We have to think of the job seeker as being employable.  That's very, very important.  And how we go about determining who the job seeker is, is important.  What type of strategy do we use?  The labor market strategy as Chris said?  This works really well for some, but others it does not.  Are we using the customized employment strategy where we are trying to make that good job match between the unmet need and the job seeker's strength.

Also your skills as a job developer.  How are you perceived?  How are you presenting the job seeker?  That's very important to think about also.

Slide 44: Comments & Questions

That went pretty quick.  Anybody have any questions or comments? 

Norciva:  Thanks, Cassondra.  Yes, this is the time for questions and guys, what I hope you heard from Cassondra, I wrote up a note about the visual resume.  She described one of those.

Then somebody is asking for your visual portfolio.

We will be glad to post one for you or Cassondra, if you can check with your state agency to see if you can share that.  I know that you'll see the entire portfolio in a later webinar.  But the tool that we have been using we certainly have got lots of examples, done a lot of research on portfolios, did a threeyear grant on portfolios and how to develop a portfolio.

But there are two different issues.  The visual resume is pictures of who the job seeker is to share a picture of this job seeker doing work with an employer.

The agency portfolio could be as wide as, as wide as saying that we do all types of job D and many of you as job developers will do all types.  That's the whole purpose here is that we have had a lot of discussion about customized.

But that's because it's just now being named in the rehabilitation act.  We know that we want to ramp up to that.  We know those are new tools and strategies we are looking for.

But we will try to make sure there's a question here about looking at your agency portfolio.  So we'll try to do that.

There's a question here, y'all did a great job on what to do once in the business.  But what do you say to get in the door to get the tour?  Boy, Thomas, that's one of the harder things.  I don't know when we are going to get to take in the job development quest, but I will go ahead and address it now.

I personally train folks on using a connection.  Cold calls are very difficult to get anybody nowadays to even talk to you.  A cold call is where you call up someone that you do not know.  So I usually, after an employment planning meeting where I know what employment sites I'm going to, I start looking at my job development networks to see who can connect me to that person so I can get in to do a tour with them.

So that's just a simple question.  Cassondra, do you want to address that just for a minute?  And Cassondra is saying the employment planning meeting is where she uses that connection to get out to others.

Cassondra:  Basically what she said, Civa is the connection.  Having the people there that know the job seeker and how it connects in the community, really helps to get your foot in the door.  I have done both, I have done cold calls before and I've done the contacts that we have.  And cold calls, you know, at some point they have their place and sometimes you can be successful, but I have not personally been as successful as I have using the contacts that we have that come from the employment planning meeting. 

Norciva:  We are going to do two different webinars on creating a job development network and I know I will be doing one of those calls on networks and I usually see three different types of networks.

The first are network is the job seeker's network.  That's where during discovery you are really looking at who this job seeker is and you may not have but one out of four job seekers that actually have any connections in the community, but at least that's one out of four you want to use their strategies.

The second network that I really call on is my agency network.  That begins to really put into play some powerfulness around, number one, do you have agency approval to send out an email asking for who knows somebody working at this place?  Is your agency board active in creating a network for you?  And then your third network is your community network.  That talks about your connections to the chamber, your connections to the community at large, a group of people.  We are going to dedicate a whole webinar just to that topic.  We will come back to that.

Cassondra, there was a question about the average length of a presentation once in the door.  I know as a trainer we use 25 minutes as what you need to ask for to give your basic presentation.

What is your experience, Cassondra?  What time frame?

Cassondra:  I'm usually getting 15 to 20 minutes tops.  I have had some employers let me go as long as 30, but I'm doing good to get 20, to be honest with you.  That's my experience here lately. 

Norciva:  I think that's real critical, to be able to give your presentation in a more succinct way.  When we talk about agency portfolios and how to present those, that initial presentation, we are talking about variations and things that you are doing.

Do we have any other questions that we've got forecasts on?  We will be sending out announcements about seminars.  I see your note here, want to talk about the difference between a visual and agency portfolio is an how do you use those.

Guys, here is our email addresses.  Christopher's is up there.  For those of you who want to give policy, I initially said send it to me, but we have our email up.  If you would reference this webinar so that Christopher knows where you are coming from and who the people are in this process.

But before I even move any further, I need to say thank you, Cassondra.  Cassondra, when I talked with her I said I want you to talk about some people that, number one, we don't necessarily see as employable.  And number two, I want this understanding to be clear as to zero exclusion from job development.  So that's why I selected Cassondra to speak with us today.  I want to thank you, Cassondra.  I appreciate all of your insight.  I know that you'll be back on again with us and I know that you shared stories about if there is a job opening, if there isn't a job opening, how do you get in.  How do you even get a job when the employer says I can't hire.  That's where Cassondra got into resource sharing.

There's a lot that I hope you had access to today.  Thank you very much, Cassondra.

Cassondra:  Thanks, Civa for asking me and thanks, everybody, for being on the call. 

Norciva:  Guys, I want to hear from all of our southeastern states.  If you have a story you want to share, please email me.  I'm putting these together with Abby Cooper.  This one was just an overview, bringing us all into the language together.

We have a job development online toolkit for job placement.  It's very much a demanddriven process.  We are very excited to have it.  It will be coming up on another webinar in the month of July.  Dennis Gilbright will be doing that for TACE.  Please tune in June 28th.  It will be on our website.  We will be developing a Web page.  There is an evaluation that Steffany has just put up right now.  We would like to encourage all of you to complete your evaluation.  I was so naive recently, I thought everybody did.

We need you to complete these because we are asking you leading questions about what else do you want from this webinar session.

I want to bring you just a few minutes closer to, there's two more webinars coming up.  July 21st there's one on Social Security Administration and transition.  And in August there will be community employment for everyone.

There is another job development exchange that will be happening in August.  Mike Callahan will be presenting on that one.  We will talk about supported employment, customized employment, and demanddriven employment, and selfemployment.

All those within a matrix about what is the difference, what's the common points and what job seekers might need which pieces of it.

And can you have customized employment and supported employment?  Of course, the answer is yes.  And we'll describe how that matrix works next.

There is a set of strategies that, or a set of things that you need to do to get educational credit.  I would like to encourage all of you for doing those things.

If you have any other questions or comments, please feel free to email directly or to put them in your evaluations.  I want to thank everybody:  Abby, Christopher, Cassondra today for being a part of our launching and I want to thank all of you for staying with us here.

And I'm formally asking you to become engaged.  Make this your exchange.  Together we will really offer a whole lot more.  Thank you all.

Steffany?

Steffany:  Thanks, Norciva, that was great.

What did you say? 

Norciva:  Somebody is asking us to read the survey email out loud because it can't be seen.

Steffany:  Okay. 

Norciva:  Can you read that?

Steffany:  Yes, I will read the address.  The evaluation can be found at http://TACEsoutheast, it's on our Web tour.  If you can see the website, it's TACEsoutheast.org/myportal/evalPHP?eventIDequals68.  I will be sending out an email with that information also.

Well, this concludes our session today.  Thank you all very much for your participation.
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