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	>> REBECCA LAZO:  Welcome to everyone who is here so far.  My name is Rebecca Lazo.  I'm the knowledge translation associate for Think College.  For those who aren't familiar with Think College we are a national organization dedicated to developing, expanding and including inclusive education for people with intellectual and developmental disabilities we provide technical assistance and promote postsecondary opportunities for students with intellectual and developmental disabilities including employment which is why we are here today so I'm happy to introduce today's webinar called "Best Practices in Employment Services:  Key Strategies for Finding and Maintaining a Job".  Our presenter today is Lara Enein-Donovan which I may have said wrong and I'm sorry, Lara you can correct me if I'm incorrect she is training associate and Program Coordinator at the Institute for Community Inclusion for those who don't know, Think College is actually housed at the Institute for Community Inclusion at UMass Boston so we don't work together on a daily basis Lara and I are actually colleagues.  
	About today's webinar if anyone has questions as we go feel free to put them in the chat or use the Q&A feature.  I'll make sure Lara gets to those.  She said she's happy to take questions throughout the presentation.  
	So we'll just wait for a good stopping point and be sure to get those questions to her.  
	If you have questions like I said you can use the chat feature or Q&A and I'll do the best I can to help you out.  
	Again, if you are looking for the live captioning, I'm going to put that in the chat again.  
	And if you have any other questions, please just feel free to reach out.  
	It looks like most people have taken the poll.  Anyone want to take one more second and record their -- who they are?  That's actually most helpful.  At the moment it looks like most of the folks that are here are disability employment specialists.  Closely followed by parents or family members.  And also higher ed staff or faculty.  
	So nice mix today.  That's great.  
	A few VR counselors a few K12 staff, faculty, so that's great.  Thanks so much I'm going to go ahead and end this poll and let Lara take over.  
	>> LARA ENEIN-DONOVAN:  Okay.  Thank you very much Rebecca as she said I'm Lara Enein-Donovan I'm the training associate and Program Coordinator here at ICI.  Just a little bit about my background, I -- Rebecca, there's a post webinar evaluation that's showing up on the screen.  Just so you're aware.  
	I started out in this field working at an agency that helped people with mental health issues to find and maintain jobs within the community and then I came to the Institute for Community Inclusion and I worked as an employment specialist here for about a -- for years helping people with all kinds of disabilities to help and maintain jobs in the community and I'm the program supervisor for that program and I now oversee the program and I also do a lot of in-person training on best practices in employment for people with disabilities.  
	And I do webinars like this, as well.  And I also go out and assist agencies to learn how to get more individuals out into the community and gain employment so that's a little bit about me and I'm really happy to be here today as Rebecca said I'll be happy to take questions as we go along.  She's going to keep an eye on the chat box and she'll just interrupt me as I'm talking which is just fine because I talk a lot.  
	So we'll go ahead and get started because I know we only have an hour.  
	Oops.  Sorry.  
	One thing that I wanted to talk about initially is what we feel at ICI is quality employment services and the values that we hold when we think about providing services for people with disabilities.  First and foremost we want to help people find real jobs with real pay that hopefully lead to careers.  So we're really talking about individualized competitive jobs just like you and I have I have for those people that we're serving in our agencies or school or wherever else we are.  
	And another thing that we really hold valuable is not having a lot of prerequisites in order to be able to serve somebody and help them find a job.  We really feel that if someone is expressing an interest in working, then we will go ahead and just start helping them.  
	So we don't require that people have a volunteer job first.  We don't require that they have to have necessarily interview clothes in order to get started or that they have to be able to meet me on time three times before we get started.  We really try to eliminate a lot of that and just get going with the job development.  Because it's going to take a while to help them find a job anyway and we can be working on some of those other things as we go along.  
	We really want to individualize the planning and services as much as possible.  So really kind of working one-on-one with each individual to help with them with their personal employment goals.  As much as we can.  
	We want to provide flexible long-term supports for people as needed.  So they can be successful in the long term.  There's nothing like helping someone get a job only to see it fall apart because long-term supports aren't there to help them maintain that job as long as they would like it.  
	We want to have people have a quality of life so although we're really focused on employment we understand that that trickles over into every aspect of our lives just like you and I so we really need to be working with a team to help ensure that people are getting everything they need across the board to ensure they really have a good quality of life in all areas.  And we want to be very mindful of disability etiquette as we're working with people.  Make sure we're talking to them in a way that they feel community and when we're out in the community and representing them or out with them that we are really displaying good practices when it comes to interacting and associating with people with disabilities.  That's how we really educate the public I feel.  
	We want to ensure that social inclusion and community membership for everyone to the degree that they would like it.  So we're really kind of -- employment is obviously a big piece of that, getting people out in the community.  Getting them doing what they want to do out in the community just like the rest of us do.  
	And another one that's really important is recognizing that we, meaning you as the employment specialists can't necessarily be the whole solution we do need to work with the whole team in order to help someone be successful in finding and maintaining that job that they would like.  
	And we try maximized choices and options for individuals so we key in on career exploration out in the community as much as possible so people can really see, hear, feel what a work environment can be like.  See the type of people they might be working with, type of tasks they might be doing.  So then we can really make some informed decisions about what they would like to do for work.  
	And understand that for anyone going out and getting a job, there's risks involved.  Even for you and I.  We never know, there's no guarantee it's going to be successful.  There's always a chance that any of us could get laid off, fired, whatever.  It's not pleasant.  But that's part of work.  That's part of the experience of work.  
	We have all had jobs that we didn't like at some point.  And we learn from those and we move on.  And we can assume the same for the people we're supporting.  
	So helping the team, the family, and the individual not to scare them but just help them recognize that there are things that happen if we want to be participating in employment and we learn from all of those experiences and they help us grow, move on to even bigger and better things.  
	And ultimately we're lastly thinking that, you know, we're part of the whole advocacy process in helping people to get out into the community, move out of workshops and segregated settings and really get involved and be integrated in our society, which is really important work that we're doing.  
	So these are some values that we really hold to here at ICI, really think about employing people with disabilities.  
	And then there's also some conflicting ideas that aren't necessarily going to go away but I think it's important to mention them.  Some questions that people are going to ask and that you need to think about as you're working with each jobseeker is thinking about can people work -- should people work.  Sometimes people feel like particular individuals shouldn't work for whatever reason.  Obviously we want to listen and go by the individual's choices about what they would like to do.  But realizing that those types of questions are out there.  And also for yourselves, like how do you support real choice when it comes to employment?  You know if somebody said that they wanted to work at a bar for whatever reason and they have the skills, you know, would you feel comfortable supporting them in doing that?  That is a real choice that many people make.  But sometimes we have some challenges when we're thinking about people with disabilities, types of environments we think they should be working in.  
	Obviously this is a big one for families and team members and you, too, how much risk is okay?  Are all of the choices okay?  That maybe the individual is making.  And how do we ensure that services reflect what the individuals want and need not just what their team or their family thinks they should have.  
	And making sure on some level we're balancing providing employment services and caregiving.  We really want to be there.  We like to see ourselves more as a place for specialists here at ICI when we're helping people to find and maintain jobs but I know that some of you working in different agencies get pulled in a lot of different directions but if you really want to be successful in helping people find work, it needs to be a priority and the time that you're using in your day.  
	So as we think about employment, particularly for people with disabilities that we're providing services to, obviously if they can find a job on their own they wouldn't need us so there must be something more that we're doing that's helping them to kind of get the job of their dreams.  So realizing that jobs taken off the rack frequently don't fit well for the people we're providing services to because again if they did they wouldn't need us and they are individualized jobs and tailor made so the job placement must be the result of a match between the employer's needs and contributions of the worker.  And that is really first and foremost when you think about helping someone find a job in the community is as an employment specialist or support person, doing that, you really do have two customers.  Although usually we really kind of consider our jobseeker the customer, the employer is a customer, as well, as we're going to be there helping to negotiate, we need to recognize what the employer's needs are and try and match those to what the employers -- the jobseeker's skills and abilities are, as well.  
	So that's just something to keep in mind.  And this is a quote that I like and it's from a co-worker, Joe Marrone.  And his colleague.  And it says, if you worry that work is bad for people with disabilities, what does unemployment, poverty, and social isolation do to them?  And just remembering that, you know, if someone is living on public benefits like SSI or SSDI, they are considered living in poverty.  They are below the financial income level.  And they are living in poverty.  And I think that's something that none of us would want to encourage anyone to do.  
	You know, nobody really wants to live in poverty if they have a choice.  So and realizing, too, that when people are working -- aren't working and isolated at home and even within an agency program, isolation causes depression, lack of self-confidence.  There's a lot that goes along with that.  
	So again, it can only be good to get people out, get them seeing other people, being out in society is healthy for everyone, no matter what your disability might be.  
	So I like to try to remember that as I'm helping people make choices and think about how they want their lives to be.  
	So job success, what really constitutes success in helping someone to find a job?  Well, we can see this circle here, which has a lot of different things on it, which can feel a little overwhelming but I think if we can narrow it down to a few things.  Job success really depends on fully exploring and understanding jobseekers' skills, interests and preferences for work so we really need to take the time to get to know our jobseeker as much as possible.  
	Performing quality job matches for the benefit of the jobseeker and the employer, which I mentioned before.  So we have to really get to know our jobseeker.  But we also need to spend time getting to know our employers.  So that we do make a good quality job match.  That is going to be what really lends to job retention in the long run.  
	We want to ensure inclusion and acceptance in the workplace.  researcher has shown, -- research has shown particularly people with disabilities if they don't feel included and accepted in the workplace, their job will not last.  Nobody wants to be somewhere where they don't feel accepted, where they don't feel like they have any connection with anyone.  Where they feel isolated.  Any of us would find some way to leave or not go there when we're supposed to.  
	So although we want to be you know in there supporting the individual to learn their new job, learn their tasks, we also want to make sure that they are getting to know people and feeling included and accepted in the workplace, as well.  
	And lastly, job success depends on providing supports that are needed both on and off the job.  So we do a really good job, at least employment services are doing job coaching and being there on the job site.  We also need to make sure we're really coordinating with the team and the family and the individual to ensure they are getting the supports they need off the job, as well.  
	Because remember, the whole person is what's most important.  Otherwise they won't be successful in the little parts that they are playing, including their job.  
	So customizing job development in the 30-day placement plan.  Customizing job development really individualizes the employment relationship between jobseekers and employers.  To meet the needs by both by matching the jobseekers strength with employers needs and I'll talk a little bit about how to identify both of those in a minute I want to also mention the 30-day placement plan is helpful in this customized process because it's a tool that helps create action steps and tracks progress.  
	And in order to write a 30-day placement plan, we need to start by really getting to know our jobseeker.  We can't have a plan in place about how to help them get a job if we don't know what they want yet so before writing a plan we need to get to know our jobseeker we need to be able to identify all of the potential ways they can provide value to a business and we want to build a trusting relationship with them and their team members.  
	With that in mind, I know Rebecca was going to post a question in the chat.  How do you get to know the skills and attributes of your jobseekers or your student or your family member?  I know there's a couple of different audiences out there.  And then Rebecca will read those to me because I can't see the chat box.  
(Chuckles).
	>> LARA ENEIN-DONOVAN:  So let us know what you do to really get to know the skills and attributes of your jobseekers.  
	>> REBECCA LAZO:  We're not getting a lot of answers at the moment, Lara.  
	Interviews.  Someone is saying interviews.
	>> LARA ENEIN-DONOVAN:  Okay.  
	>> REBECCA LAZO:  Feel free to share.  
	Conversations.  
	Spending time with them.  Assessments.  
	Someone said volunteering would be best.  
	>> LARA ENEIN-DONOVAN:  Okay.  And someone who wrote assessments, is there any particular tools they use for the assessments or any online.
	>> REBECCA LAZO:  Yeah, Diane, can you --
	>> LARA ENEIN-DONOVAN:  If you feel comfortable.  I didn't want to --
	>> REBECCA LAZO:  Right.
	>> LARA ENEIN-DONOVAN:  Put you on the spot there.
	>> REBECCA LAZO:  She says assessments, interviews, vocational exploration.  Going to different sites.  Mary is saying person centered planning, spending time with them in their favorite places, also conducting environmental work assessments for individuals with autism and much more.  So there's someone else is starring a support group, mentors, asking families about what they do.  
	>> LARA ENEIN-DONOVAN:  Excellent.  I like the mentors one.  We don't hear that that often.
	>> REBECCA LAZO:  Someone else says job exploration in different areas, self-reflection, strengths, weaknesses, interviews.  
	>> LARA ENEIN-DONOVAN:  Okay.  All right.  
	This is -- what we do at ICI and what we encourage and a lot of you mentioned it is career planning on some degree, which can encompass a couple of different types of tools and activities that you might do.  One of those I wanted to share today is the positive personal profile which could be developed out of career planning meetings and interviews that you may have with the individual, their family, their team members, and anyone else that you think makes sense to provide information and be part of that group.  
	Things we like to ask people about, particularly are their dreams and goals.  And this could really help us think about that career rather than just that job.  What are they hoping to work towards?  And some of us, even like myself, if you asked me that right now, I really couldn't tell you.  I have a job and I'm just going to focus on that and put my blinders on but for some individuals, they do have long-term goals.  They do have dreams that they are working towards.  And that can be important as we think about a career job path for them.  
	You want to find out what their interests are.  And this is a good one to ask because sometimes what we know or what the team shares about them is what they did at school or what they have done at their past work experiences.  Or what they do at the agency.  And we come to find when we ask about interests and hobbies, things like that, particularly when you know if they live at home with their family, we actually learn about other skills that they have, as well.  Like we might learn that the individual loves to put together model airplanes.  Well, I don't know if any of you have ever tried to put together anything following instructions these days.  I try to put together furniture and you get one side down and the other side is like not put together because I didn't realize I had to kind of do both at the same time.  It wasn't that specific in the written instructions.  So I know how hard it is to follow instructions and put things together.  So if I hear that an individual is able to do that, that's a pretty impressive skill.  I want to make sure I'm at least being mindful of as we go out to different places of employment and explore options with them.  
	Or maybe it might lend itself to you really like model airplanes and everything about airplanes.  Maybe we're exploring the local airport, maybe we're exploring the hobby store that has all of these different types of models that you can put together.  Maybe you get paid to put together models for displays in the window.  I don't know.  There's so many different ways you could go.  But some of that type of information can totally not get known if we don't ask some different types of questions, as well.  
	So I really like those top two that are on this form, talent, skills and knowledge really gets at what they are good at, what they know a lot about.  We have some individuals who are really knowledgeable about a particular area.  I had one individual.  I work in Boston who knew the MBTA like the back of his hand.  He could get from one end to the state -- from one end of the state to the other using public transportation he didn't have to look it up online he knew every bus route and train and what time they left.  It was amazing.  And you felt like that would be knowledge so wasted if we didn't somehow put it to use and help him get paid for it.  
	And we have individuals who were able to have that type of information.  It's just really good to know when helping people to learn for employment.  Learning styles are important to know because we want to as we're supporting people we're helping them learn as they are doing job search they are learning how to get a job as they go along with us on that path, see what we are doing.  Obviously once they get the job and we want to know the learning style so teach them right the first time and everyone learns differently sometimes we go in assuming if we tell somehow how to run the dishwasher this way they will understand and be able to do it and that may totally be the wrong way to explain to the person how to do that task so we want to be talking to people who know them and are able to really tell us how they best learn.  
	Positive personality traits are good to know.  Dislikes are good to know, too.  Environmental preferences we have individuals we work who -- work with who may be sensitive to lighting, smell, temperatures, things like that that's good to know before we plug someone into a job we really don't want to get people into an environment they don't feel comfortable in because then their job will not succeed.  We might want to ask them about specific accommodations that they need or they have used in the past so we can be mindful of those in case we need to be thinking about how to best make sure they can perform the tasks at their new job.  That's some of the information we try to gather through meetings it could be going to the community and visiting the person at their house, doing tours, all kinds of things to learn as much as information as we can in these categories.  
	So once we have all of that information about the jobseeker then we can start putting a 30-day placement plan into place.  You might want to say why do you need a 30-day placement plan well I've been doing job development for many years I find it to be extremely helpful so do my staff so have other people who have implemented it, as well.  It is a month long plan towards finding employment it includes tasks, due dates, who is responsible for each task and the due date it needs to be done by.  And it's updated at least every 30 days.  
	So you basically write down what the jobseeker is going to do towards their job search for 30 days.  I think there was a publication I had sent you Rebecca that maybe we'll be able to share with people.  Not right this minute but after the webinar.  
	>> REBECCA LAZO:  I don't recall that.  But before --
	>> LARA ENEIN-DONOVAN:  I'll send it to you afterwards.
	>> REBECCA LAZO:  Yeah and we can put it on the webpage where the recording is.
	>> LARA ENEIN-DONOVAN:  Excellent.
	>> REBECCA LAZO:  Yes.
	>> LARA ENEIN-DONOVAN:  So basically it's a very simple form that outlines different tasks that will get done for the month it could be writing a resume.  It could be contacting employers, talking to my brother, Joe, about the hardware store he works at.  Getting interview clothes, there's a vast array of things that might need to be done in a 30-day period to help someone towards that goal of employment and we want to get the team involved.  In helping to get those goals achieved.  Each month.  So really the advantages are that it keeps everyone focused on the job search.  Make sure that something gets done towards getting a job for everybody on your caseload and this was really helpful for me I have a lot of people I have to find jobs for and unfortunately the squeaky wheel will get my attention so the jobseekers banging on my door going where is my job I want my job I want my job yesterday will be the ones I end up spending a lot of time with and on their behalf oh my God I have to get this guy a job he won't stop knocking on my door but then I have other people who want to work as well but they sit quietly and wait and in the end I didn't always spend as much time and effort on them in the month as I did with other people and it wasn't fair and it made me feel very guilty so this 30-day placement plan I worked with each person on my caseload ensured that I got done what we had identified for the month for every person on my caseload.  
	So the jobseeker that I -- in the support network are also involved in the job search process and contribute by helping out with certain things like say getting interview clothes getting a haircut or whatever, practicing interview questions at home.  
	And it gives a sense of accomplishment, even if is a job isn't found yet so you and your jobseeker can take a look each month saying these are the things we can do this month towards the job search isn't that great and it puts the jobseeker in control of their job search because they are developing that plan with you every month.  And helping to identify things that need to get done that month to help them towards that job.  
	Again, who is involved?  Every jobseeker with or without disabilities should have an ongoing plan for their job search.  A support network, providers, friends, family, neighbors, therapists are involved, residential staff can be involved.  Other professionals, the employment specialist or the job developer even CBDS staff can be involved in the 30-day placement plan if there's something that they could be doing to help that jobseeker move towards their goal of employment.  
	And it's a living, breathing document.  So when you write one, one of the first meetings that you have, you write one to work on goals.  You set expectations for the entire team.  And then every 30 days until the person is placed and comfortable in their new position, you are rewriting these goals.  Maybe you're carrying over something that didn't get done one month.  Maybe you're saying, we didn't do this this month but you know what I don't think we really need to do it let's just cross that off.  And then you're coming up with new goals for that next month, as well.  
	So how do you write one, you set short- and long-term goals and be very specific about things that actually need to get done the jobseeker and employment specialist discuss goals and tasks and set timeframes for completion of these steps.  You divide those tasks between everyone basically anyone on the team obviously you have to communicate with them as well, make sure they are okay with doing a particular task.  
	Tasks should be measurable so it's clear if they have been accomplished or not.  So just writing get John a job for the month of February, although it's somewhat measurable is kind of vague so you want to be extremely specific.  I'm going to call 10 insurance companies this month on behalf of John trying to get him a job as an Administrative Assistant.  Or I'm going to help John update his resume.  So we're very specific, which helps everybody on the team.  
	And it's also a good way to communicate to everyone on the team on what's been done for the month I know sometimes I meet with people, do job development activities with them and at the end of the month the mom will be like well my son still doesn't have a job what have you done all month for them then I have to go through my file and send a list so having this 30-day placement plan can be helpful for that as well if a job is fun you write a new plan to have supports for the job if a job isn't found update the plan and include new strategies and steps for next month for job development activities and if something planned isn't accomplished you really analyze why it wasn't done and figure out whether you still need to do it and need to put it on next month or whether it's not something that's quite so important anymore.  
	But it really makes you stop and really assess what you accomplish for the month and figure out what your plan of attack needs to be for the next month so that was a really important piece of helping anyone to find a job is being planful in the activities you'll be doing and assessing them on an ongoing, frequent basis.  
	Something else that's been proven to be extremely effective in helping anyone get a job is networking.  Particularly for jobseekers with disabilities networking helps them find jobs with better wages, secure jobs with more hours, and shorten the length of the job search, which is something we all want for everyone that we're supporting to find work.  
	Networking and job placement, networking can help make your job easier if you want to help the person find the job you want to use your networks and follow up so you want to tap into all of the networks that are out there, your jobseeker's networks, agency networks, school networks, you work with people who know people at the community.  Family, residential staff, DDS coordinator, everybody that was on a team knows people and knows businesses in the community.  And can be helpful in some way in getting doors opened for that particular jobseeker.  
	So you want to help your jobseeker figure out what their network is.  You can tap into your own professional network.  And you want to really reach out to network contacts and solicit help with introducing you to people who work in a given field.  You have an individual who really wants to work with animals.  So you really reach out to everybody on the team.  Who knows anyone who works with animals, is a vet, who works at a pet store, would love to be able to get in there and talk to them.  So you're asking for people to introduce you to people who work in a given field.  Introduce you to people who work for a specific company.  An individual who really wants to work at a local hospital who knows someone who works there who can help get us in the door.  Networks can help arrange tours, information or interviews, job shadows and obviously help with job leads.  
	So at this point I think Rebecca was going to post another question.  Share an example of a job you found through networking, either for yourself or for a jobseeker.  
	>> REBECCA LAZO:  I went ahead and put it in the chat so if anyone wants to share like Lara said an example for yourself or someone you were working with, a job that you found through networking.  We're happy to hear about that experience.  
	Don't be shy.  
(Chuckles).
	>> LARA ENEIN-DONOVAN:  Maybe you found your own job.  You know your friend worked there so now you work there.  That's okay.  That's kind of how everybody -- everybody uses -- anyone who uses networking to find a job is going to find a better job match and find their job quicker.  Regardless of whether you have a disability or not.  
	>> REBECCA LAZO:  A day care job for one of --
	>> LARA ENEIN-DONOVAN:  Wow okay.
	>> REBECCA LAZO:  An adult someone works with.  Starr is saying she heard of a family interested in basketball and ended up there was a neighbor that worked for the Cavs I guess she's in Cleveland, near Cleveland.
	>> LARA ENEIN-DONOVAN:  Okay.
	>> REBECCA LAZO:  Someone else is saying when a member of business networking group I assisted some with a graphic art certificate to do a job he wanted from home.  
	So the -- Starr was saying for the Cleveland Cavaliers, got a mentor position for a summer job.  Oh got a mentor for a summer position at Cleveland.  Sorry.  
	>> LARA ENEIN-DONOVAN:  Okay.
	>> REBECCA LAZO:  Found my first teaching job through networking.  I got my -- personally, I got my first real job through networking.  That's not true.  My second job.  Making connections at a conference, a professional conference.  I made connections and then was able to follow those to a new job.
	>> LARA ENEIN-DONOVAN:  All right.
	>> REBECCA LAZO:  Faculty who run a new greenhouse offered a position to someone -- a student who works in the program someone said they found a job in managing network -- in healthcare from a network.
	>> LARA ENEIN-DONOVAN:  There were a couple of employment specialists identified they were on here it makes your life easier if you can connect with people who know people in the businesses and get you in the door.  Cold calling or knocking on doors is very difficult.  It's not good for your self-confidence, either.  
(Chuckles).
	>> LARA ENEIN-DONOVAN:  So the more that you can get people to help you, the better, and employers identify that.  Their first way of recruiting for an open position is networking.  Like they want to hire known talent.  They want to hire through people who know what they want in a candidate and know their company.  So it kind of goes both ways so we want to make sure that we really are remembering to do networking for each of our jobseekers as part of the package of services we're providing them.  
	Okay.  
	>> REBECCA LAZO:  Somebody said in my networking group I learned some good skills for warm calling, what is warm calling?  Instead of cold calling.  
	>> LARA ENEIN-DONOVAN:  Because you already have a contact name.
	>> REBECCA LAZO:  Is that what that is.
	>> LARA ENEIN-DONOVAN:  I don't know.  Maybe she or he will clarify but that's what I'm thinking.
	>> REBECCA LAZO:  That's a cool -- I like that term.  Warm calling.
	>> LARA ENEIN-DONOVAN:  Yeah, cold definitely sounds cold.  
(Chuckles).
	>> REBECCA LAZO:  Maybe she'll explain in the chat.  I'll let you keep going.  
	>> LARA ENEIN-DONOVAN:  In addition to doing networking, being planful, the 30-day placement plan, what are we going to do this month to help you towards getting your job, we also want to perform well thoughtout job development activities.  Just scurrying around and rushing around when you have five minutes isn't a very effective way of helping someone or to get a job or to even do your own job search.  
	So we always want to match the jobseekers skills to the employers needs.  We don't want to just be begging people to hire someone.  And we want both the jobseeker -- we need to remember the jobseeker and employer are customers, they both are customers and I know I said that earlier but it is really important.  To not forget that the employer has needs, as well.  And they are not going to respond well to you if they don't feel like you're listening to them and really being able to kind of convey what they are saying in a way that's going to match what they are looking for.  So you want to target employers based on your jobseekers skills interests and abilities.  You really want to do individualized targeted job search for each individual.  You can't go out and just canvas a neighborhood but saying I just found a job at the florist, who should we plug in there is not really effective job development.  And it's probably not going to lead to job retention for the individual who is kind of stuck in there.  Certainly be aware of now hiring signs and job postings you're seeing even if you're not able to get the individual a paid position for those you can use those for career development activities if your jobseeker doesn't want that type of work environment.  You know, they might say well that's great they are hiring but I don't want to work in that pizza place.  That's fine.  Maybe you can do an informational interview there.  What it's like to run a business.  There's different angles you can take with that.  
	Of course you can still build a relationship with that employer, especially if you're an employment specialist who is going to be helping lots of different people find jobs it's always good to have that it's not a Rolodex anymore it's your cell phone but have contacts in your cell phone for job development so now you have built a relationship with that pizza place manager and down the road you may have a jobseeker who is interested in working in that type of place.  So no lead is ever a bad lead even if you don't place someone into it right away take the time to build a relationship with that business because you'll use it later on.  Don't try to force a placement match the jobseekers skills to the employer needs.  Spend time getting to know employers and what is important to them.  Build a trusting relationship with them.  
	You can ask them questions that maybe you haven't thought of before.  Ask them, what do you consider to be a good employee.  The type of things they might tell you may be surprising for you.  But some employers, depending on what businesses they are running, they really just need someone to show up.  To show up on time.  To be in a uniform.  I mean some of the types of businesses these people run, I don't know how they do it.  I really don't.  It must be extremely challenging, extremely stressful.  But really recognizing that what they want is what's important and what you can offer is important, as well.  And it's always okay to say you know what I don't have a jobseeker, I don't have a candidate for you right now.  But I'm going to keep you in mind as I get new people I'm working with.  Employers value that.  They value that more than you just shoving everyone towards them because you want the posting.  
	Sitting at a computer looking at job postings will not necessarily get you any placements.  
	That will just give you ideas of which doors you can go knock on.  Now you'll know that this company is hiring and then probably -- they will probably be interested in hearing what you have to offer.  You really need to go out into the community and gather information that will be helpful for you to negotiate a placement for your jobseeker.  
	So if your -- your job development if you're spending all day at your computer looking at the Internet unfortunately you probably won't get many job offers that way.  If you can just send in our jobseekers resumes and get them placed it will be a very simple job that we have but it doesn't work that way you may still need to send resumes but you still have to knock on the door, as well and help negotiate that job for them.  
	So with that in mind, how do you find out what employers needs are.  When you're going out there, if you're helping people to find jobs, what are you doing to figure out what the employers needs are?  
	>> REBECCA LAZO:  Another question I'm putting in the chat.  Some people can maybe answer.  And while people are considering that question, so if you might want to answer how do you find out what an employer's needs are?  Starr also says does anyone go to local business companies meetings or I guess you mean like the Better Business Bureau?  
	>> LARA ENEIN-DONOVAN:  Chamber of Commerce meetings.  Those are places where businesses gather a network.  Starr I have once in a while go to a business where they are having a staff meeting like their Human Resources is having their weekly meeting and they invite me to come once to talk about what I can do to help them in filling their positions.  I'm not sure if that --
	>> REBECCA LAZO:  Someone else says the Young Entrepreneurs Club.
	>> LARA ENEIN-DONOVAN:  Okay.  
	>> REBECCA LAZO:  When I secure a meeting I ask what needs to get done that is not getting done.
	>> LARA ENEIN-DONOVAN:  That's great because again sometimes our individuals can't necessarily fulfill an entire job as it's posted but there are certain tasks they could do that would be very beneficial to the employer that you could negotiate.  So that's a great question to ask.  
	>> REBECCA LAZO:  Someone else is saying town Council meetings.  Ask an employer what their current needs are.  Observe a business and talk with management I guess that would have to be more you know like a retail type business I guess.  I think that's pretty much everyone.  Someone else is saying in my previous job within an agency that I currently work, I was a volunteer services coordinator and the intent was to find volunteer jobs for our clients but I was tasked with finding volunteer sites.  Sort of a sales job.  It's more about selling how the clients can help fill the employers' needs.
	>> LARA ENEIN-DONOVAN:  Absolutely.
	>> REBECCA LAZO:  Yes.
	>> LARA ENEIN-DONOVAN:  And to get back to that initial question someone asked how do you find out what employers' needs are I didn't want to answer it until we got some answers.
	>> REBECCA LAZO:  Okay.
	>> LARA ENEIN-DONOVAN:  We really have to get out there and you have to see doing tours and you don't have to take jobseekers with you.  You can go out as the specialist and say hey I would really love to learn more about your company, can I come out?  Meet with you briefly.  For like 20 minutes have a tour.  Having a tour I think is actually -- has been the most effective way for me to gain information about a business.  Because you can really see who works there, what they are doing, what the environment is like.  You can ask questions as you go around.  So being able to see like a pile of impairments on the floor.  Just pile of papers on the floor piled up high on the ceiling what's waiting to be done are they waiting to be shredded, filed, mailed, whatever it might be and that can get your brain going I may have somebody who can help do that.  I'm sure this is not their intent to have all of these papers sitting here so it could be a pay to really start conversations that you would never know could happen if you just sat at a desk with someone and talked to them.  Although that's good, too.  But having the tour, as well, while you're there I think is the best way to figure out what business needs are.  And talking as you go around.  
	Okay.  
	So once we have helped someone get a job, how do we help them be successful at their job?  Oops.  Sorry.  
	So there are a variety of tools a job coach can use to help people succeed in the workplace those include natural supports, which is really getting people and tools in place so the individual can be as independent as possible from a job coach.  
	If somebody has trouble collecting things when they get there for their -- clocking in or out is a job coach really needed just to help them do that?  If they are doing all of their tasks well and they are just having trouble with clocking in or out let's see if someone arrives at the same time as them or someone that sits next to the clock to help them do that so the job coach doesn't have to be there at 9:00 o'clock to help the person clock in and it's also providing a way for the individual to interact with someone each morning.  So it builds in some of those social aspects that we're looking for, as well.  
	But people usually are more than happy to help with little things like that that we might be afraid to ask for but they really usually don't mind.  
	Natural supports can be other ways at a job site too.  There could be the Human Resources Department and Employee Assistance Program.  Those are natural supports that we all use.  Supervision is a natural support.  Maybe we might need to help the individual and the supervisor figure out how supervision can be most effective for the two of them.  But supervision is a huge natural support in the workplace.  
	Co-workers are natural supports.  Asking Rebecca to send out that publication when I send it to her.  I'm using her as a natural support to be quite honest with you right then and there.  
	So it's normal for people to support each other in the workplace and it's okay to ask.  To ensure the individual is at least dependent -- is least dependent on a job coach as possible.  Systematic instruction which is breaking down the steps of a system to help someone learn if we were teaching someone how to do the copier machine breaking that down to first you take the paper, you lift up the lid of the copier you put the paper facedown, put the lid of the copier down, select how many pages and really going through those steps to really help the person learn how to perform the task as best as possible.  
	Obviously putting in accommodations that are going to be needed.  Assistive technology.  And -- so I just had a webinar I didn't do it personally I had a guest speaker who knows a lot about assistive technology and there is just such an array of resources out there now it's really amazing.  
	So really taking advantage of that.  As is needed for the jobseeker of course and their comfort level.  But really thinking about all of the different ways that we can provide assistance to the individual at the job site and it doesn't always have to be a person.  
	Self-management tools, checklists, visual charts, things like that that will help the individual be able to do their work independently without having a job coach looking over their shoulder going remember after you finish this you need to go do that, they can look at their checklist or look at their picture board or look at their phone or whatever it might be.  
	Offsite support strategies are really important.  And that includes things like day care, transportation, counseling, whatever it might be.  
	Onsite job coaching as needed.  But ultimately most of us don't have unlimited funding resources so we need to figure out how to fade at least to some degree and have the individual be as independent as possible at the job site.  
	I'm keeping an eye on the clock Rebecca.  And we also want to clarify the employer's role as part of this team and helping the individual be successful at their job.  Often when we job coach we forget that the employer is in fact the boss.  And the supervisor should treat the individual with a disability the same as any other employee.  Make sure that the supervisor takes the lead in orientating and training the individual.  You're there to supplement.  Not replace what they would normally do for a new hire and make sure that the supervisor takes the lead in interactions, taking them around the workplace and to do -- introducing them to people, orientating them to their job and the work environment.  Take the lead in training and support.  Work assignments.  Like you as a job coach shouldn't be trying to figure out what the person is supposed to do next.  
	Performance evaluations should get done.  Just because it's someone with a disability doesn't mean that they don't have an evaluation.  Those are important and helping people understand what they did well at, what they need to improve in and how they can develop some own -- their own personal growth goals for the upcoming year and the supervisor should be doing that if they do it with everybody else.  Quality assurance at the work should be done by the supervisor not you as a job coach you shouldn't be making assumptions about the quality of the work the individual is doing you want to pull the supervisor over and get their feedback, kind of work together as a team.  Inclusion and company activities.  
	The supervisor or somebody there at the business should be helping the individual figure out and learn what's available for company activities both during work hours and off work hours so they can make informed choices about what they want to do.  Job modifications and accommodations.  You could be there as a resource.  And provide information.  But ultimately it's up to the individual and the employer to implement those.  
	So with that in mind, I know we're running out of time and I have this cute little video I'm hoping to show I want to tell you a little bit about Chris.  Chris's dream job was to be a host on a radio show to be quite honest he had extensive knowledge of music trivia and he really did.  He's blind and he has lateral cerebral palsy and intellectual disability he can't read Braille and he depends on paratransit he can't use public transportation.  His work experience to date had been for 12 years job development had focused on his phone and computer skills he uses JAWS which reads outloud what's on the computer screen so he is able to use his computer past jobs including the Epilepsy Foundation, calling customers for donations, paralyzed Veterans, calling customers to buy products they were selling.  And the Boston Globe which is a newspaper, calling cross to subscribe to the paper.  
	I job coached at some of those jobs and let me tell you telemarketing job is not fun I don't know how he stuck it out for as long as he did that would probably be one of my least favorite types of work to do ever.  
	But he continued to do it because he had experience and had the skills but he didn't really enjoy it.  So when he left the Boston Globe the newspaper he looked at us and said I do not want to do another telemarketing job I don't want to sell anything ever again but we said Chris you have great skills you're good at it on your resume it looks so good you'll get a job quickly he said no way and we said that's goodies speaking up for himself we need to listen he really wanted a job using his music knowledge rather than past work experience so we completed a whole new planning process, came up with a plan and looked at a number of different types of leads for places to help him look for a job.  
	So his music knowledge is really '50s, '60s and '70s music with that in mind and knowing he really wanted to like do some sort of a music show type thing, any ideas of the types of businesses that we might explore with Chris?  For a job?  Using the music knowledge he has from the '50s, '60s, '70s?  Knowing that he loves to play music for other people.  Any quick thoughts?  Put in the chat box before I show the video.  
	>> REBECCA LAZO:  Someone said college radio or senior population, trivia night at a nursing home.  Oldies radio -- radio orthopod casts.
	>> LARA ENEIN-DONOVAN:  Awesome.  Good job.Ant we did.  We proposed to a nursing facility we called like 20 of them in the area and we got one that was interested.  We proposed to the facility that Chris would come in and entertain the residents like do a music show of some sort.  You know once a month or once -- whatever they would give us once a week or whatever and that nursing facility they are actually pretty strict about how to get people on their social calendar he had to go in and do a pilot show for an audience they had to agree that they liked him before they put him on the calendar which I thought was kind of amazing.  I don't know what I was expecting I guess.  Anyway so he did this pilot show for the nursing facility and it went well thank goodness and we were able to help him negotiate an ongoing scheduled event with pay so he would go in there once a month and do this music show for them.  And they actually another thing with this particular nursing facility again I don't know if it's across the board but they renew an annual contract every year so they agree to do it for 12 months and then they decide whether or not they want you to come back again after that.  Anyways, so the challenge is in helping Chris ultimately get this job it took many months to develop the job we contacted many nursing homes before finding one that was interested.  But now Chris is really loving what he's doing.  And is thinking about maybe expanding his show to another nursing home.  
	So I'm going to have to make you blink for a minute I'm going to stop sharing my screen and bring up the video instead.  
	>> REBECCA LAZO:  Lara is going to put on the video for Chris we'll shut it down and have time for a few more questions and another short poll.  
[Music].
	>> Chris works as a DJ for two nursing homes in Lynn, Massachusetts.  Chris got this job through the employment services team at the Institute for Community Inclusion.
	>> I do two oldies shows a month basically from the late 1950s and early '60s and a bit of the '70s.
	>> Chris and I have been working together for almost three years now.  He and I started working together looking for different types of jobs in the community and Chris has always had a passion for DJ and radio work.  And so we looked into various jobs, trying to do something involved with radio or DJ work and we really weren't successful in finding anything.  So at that point Chris and I began to develop his own DJ show.  
	Chris is very passionate about music in general, especially music from the '50s, '60s, and '70s.
	>> So we will get this show started with a song from the Everly Brothers from 1957.  This is wake up, little Susie.  
[Music].
	>> During Chris' show, the accommodations that he has is transportation to the show and then setting up the equipment.  The way that we set that up is with a pretty simple accommodation, we put a Velcro little patch over the enter key so that Chris is able to start and stop the music.  In the iTunes playlist.  So that he introduces each song that's being played, gives a little background information maybe on the artist or the year or the song.  And then he just goes through the songs in the playlist and is able to start and stop them using just the Velcro on the keypad.
	>> Chris enjoys sharing his musical knowledge and his DJ skills with the nursing home residents.
	>> We have Mr. Dion DiMucci from 1961 and a song he originally turned around run around he figured that didn't make any sense he changed it to run around sue here it is from 1961, Dion, run around Sue.
	>> I entertain people for two hours.  And I get paid for it.  
	>> REBECCA LAZO:  That was great, does anybody have -- oh there's other people saying that was great.  Lara, I don't know, do you have anything you want to say to follow up that video or just want to open it up for questions.
	>> LARA ENEIN-DONOVAN:  Just that the reason why they used the Velcro patch on the enter key was because iTunes is not accessible.  So you can't use JAWS with it he could never see his playlist or hear what's on it so they would create the playlist for each show and he would actually memorize the songs and the order that he put them in.  So he could introduce that and just use that patch to move from one song to the next which I thought it was pretty impressive for an hour-long show you're going to have like quite a number of songs that will be played.  
	>> REBECCA LAZO:  Does anyone have any questions?  Or comments on this presentation today.  
	Loved seeing the video.  A satisfied customer and audience is what someone is saying.  A lot of thanks for sharing.  
	>> LARA ENEIN-DONOVAN:  I went through quite a few topics in an hour which is a little tough.  You can do an all-day training on just the topics we covered today.  
	>> REBECCA LAZO:  It looks like someone is asking if you have any tips on getting a volunteer position transitioned into paid position?  
	>> LARA ENEIN-DONOVAN:  I don't know what other people think I would say you would have to have a pretty good relationship with the business.  It's a little tough if people are getting free labor to convince someone to pay for it.  That's kind of what it comes down to.  
	So I think it's better to do maybe more of a job trial where they don't get paid for the first month but then the agreement is to hire them on permanently so somehow thinking about how you approach the business to make it a little easier to turn something into a paid position.  
	>> REBECCA LAZO:  Someone said if they are a college student asking if it would be transitioned into a paid internship.  
	Another comment is my agency is already doing a lot of this but we're struggling with the minimum wage jobs for our students.  
	>> LARA ENEIN-DONOVAN:  Meaning?  I'm not sure.
	>> REBECCA LAZO:  Let's see.  I guess in response to the question about turning volunteer work into paid, someone says try to match the skills being performed in the volunteer environment to a paid environment.
	>> LARA ENEIN-DONOVAN:  It may not be the same environment but yeah absolutely.
	>> REBECCA LAZO:  Right someone else is asking has anyone had experience collaborating with other disciplines, OT, special ed teachers, social work, et cetera?  And while we're asking questions and answering them, I'm going to put up a poll about today's webinar.  It's an evaluation.  So just a few easy questions to answer.  If you wouldn't mind giving us your feedback on today's webinar it will help us plan for other webinars going forward.  
	Someone saying they are having a little trouble hearing you, Lara.
	>> LARA ENEIN-DONOVAN:  Okay.  
	>> REBECCA LAZO:  That's a little better.  
	>> LARA ENEIN-DONOVAN:  I'm not really saying much, either.  
(Chuckles).
	>> REBECCA LAZO:  Right.  It looks like Diane is commenting try coordinating joint efforts with regional centers in north LA regional they are implementing a paid internship program where they are paying for the employer to hire the individual temporarily for a trial basis.  
	I'm just scrolling through to make sure I'm seeing all of the questions.  A couple of people have mentioned tax incentives.  I guess you mean tax incentives for people to employ -- for employers to hire people with disabilities.  
	I'm sorry that we don't have the ability to let everyone talk in these webinars because it would be interesting and today the number of people registered was over 100 so if there were 100 people here trying to talk all at once it would be really challenging.  The smaller group it would have been easier to do that.  So I am sorry and I appreciate everyone using the chat box to talk.  In Ohio -- someone is saying in Ohio we have pre-employment services starting in middle school for our students.
	>> LARA ENEIN-DONOVAN:  That's great.  
	>> REBECCA LAZO:  That is great.
	>> LARA ENEIN-DONOVAN:  The sooner the better.
	>> REBECCA LAZO:  Right.  Anyone else?  Lara are there any particular points you would like to highlight or any of the -- I don't know.  I found your webinar extremely helpful.  You were very direct and used a lot of great illustrations for the points you were making.  I don't know if you have any -- like we were talking about the 30-day plan.  Was the document that you mentioned earlier related to that?  
	>> LARA ENEIN-DONOVAN:  Yeah it's very short but it has a worksheet so I will get that to you Rebecca when we get off and you can post that as a resource maybe for people.
	>> REBECCA LAZO:  Absolutely.  Yes.  So just so everyone is aware, I've posted the URL there.  But you can go to our Web site and either look under past webinars or in our Resource Library under the title of today's webinar and be able to find the recording, the PowerPoint, and then the handout that Lara is referring to.  And I just put the URL for the handout is already posted.  Obviously the recording is not there yet.  
	It looks like we're just after 2:00 o'clock.  Someone else commented for success, important to assess if the individual has potential funding for extended or long-term supports these can be secured by the Medicaid waivers such as HCS, CLASS or other state funded awards and then good webinar, thank you.  
	I am going to formally wrap this up I guess I don't know if Lara can stay for a minute if anyone has additional questions but anyone else who hasn't taken the webinar evaluation would do so that would be great Lara I want to thank you so much for being here today I know it was a very engaged audience lots of questions being asked in the Q&A and in the chat throughout.  And appreciate you sharing that document as well.  I know people will be grateful to have that.
	>> LARA ENEIN-DONOVAN:  Thank you thank you for having me today.
	>> REBECCA LAZO:  Thanks, everybody it looks like people are ready to sign off so I'll close the poll and we'll be posting the recording and other materials very soon.  So thanks, everyone, and have a great day.  
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