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Rob Hoffman:
I am going to talk a little bit about business partnerships.  I see a few faces from last year and a few new faces, but as Peggy had mentioned, I am going to talk about five strategies, kind of a brief overview, or five steps you can take to create business partnerships.  My focus is taking my experience in working with business leadership networks---how many people have heard of BLNs (Business Leadership Networks)?  We had started one in Wyoming and branched it out and typically it was looking at involving businesses in developing initiatives around employing people with disabilities.  It is strange when you call it business-led or whatever.  I think with business leadership networks typically the definition is “business-led initiatives to promote employment opportunities for people with disabilities” is kind of the standard mission statement.  I am not sure that we have ever seen a true business-led business leadership network.  What we tried to say was kind of give up power and control and lead from the middle, but have businesses involved in each and every step of it.  

I am just going to give about five steps that we kind of utilize and hopefully it is something that you can take back, put your arms around, embrace and implement and really begin to involve what I consider is our other primary customer, I think we are very good at working with people with disabilities or other barriers to employment, but we haven’t necessary stepped up to the plate and embraced businesses as a primary customer. 

Let's see.

<Having some trouble with power-point slides>

This is scary. I'm like, the technology person at our office.

<laughter>

<Final slide in presentation comes up first>

Any Questions?

<laughter>

Just let me know when I'm there.

You know I have 45 minutes to speak and only ten minutes of material, so we'll make it.

OK, let's start over again.

The power of partnerships; the five steps to developing business partnerships.  Let’s look at a few of the benefits to developing these partnerships.  Obviously we need to increase our awareness of business needs.  If you define partnership it is really an equal exchange of resources, goods or services.  We have to give up something to get something.  The way, typically, and I’m not going to say everywhere, but the feedback we’ve got from a number of businesses is that, typically, when we are going in to develop jobs, if you will, we are almost in a point of taking something.  We want something.  We want that job, but haven’t really freely given up something.  What I want to propose, we’ll get down here in a little bit with some education on awareness, is that we have a lot of resources to offer businesses.  If we truly begin to look at ourselves as a business we begin to look at what are our goods and services.  Our goods would be human resources or potential job candidates. Our services can be education and information, which businesses will say themselves one of the barriers to employing people with disabilities is fear and ignorance.  That’s what they have said.  There is a certain level of fear because we are ignorant and they have said that in a positive light about how to hire and support people with disabilities.  If we haven’t freely given up that education/information they are still going to be reserved about hiring folks.  

Pat Steele:
I see some of you are looking….Rob’s PowerPoint presentation isn’t in the packet either because Rob didn’t make the deadline or the deadline was set too soon.  

<laughter>

Rob Hoffman:
I vote for number two.  

 <laughter>

Pat Steele:
But we will have his presentation available, if you want, download off our website and I think that the brochure in the packet has that there.  It’s available to get that if you want.  So, we apologize for that.  

Rob Hoffman:
For a nominal fee.  

The second one is partnering with business affords us the opportunity to explain our services and benefits.  Towards the end I’ll talk a little bit about rehab-to-business language and kind of make it hopefully a little bit clearer on why we may need to do some more explaining of our services just by the way that we speak.  Obviously, increased job and career opportunities.  And finally, opportunities for business to business marketing.  If the sole benefit of creating a business leadership network or some other business partnership initiative, the first one’s probably increase job opportunities, but the second one, which afforded us more opportunities for people, was the fact that we had businesses that had bought in, had benefited, had hired good people, got good information, education and then went and spread the word to other businesses.  That was the key to getting more businesses and obviously getting more jobs. 

A quick paradigm, if you will, maybe to make it a little more simple on how we can partner with businesses.  First is businesses need applicants.  They need expertise.  They need information and education.  We have applicants.  We have expertise in all sorts of different areas.  And we have information and education that can benefit businesses.  If you look at what employment organizations need, well we need jobs and career opportunities.  We need expertise, and that is basically in the hiring process, what do businesses need?  Then we need marketing.  Okay, everybody has got a brochure, but we do committees to do brochures?  Right?  What I would propose if we had a partner with businesses then if we were going to make a brochure wouldn’t we run it by businesses who have marketing departments or whatever and look at our brochures?  In some of our other trainings some people have brought in their brochures and it’s interesting on what we put in there.  I will get to the language later, but we put in these terms that take up two pages and then we are handing them to businesses.  Then they are going, “whoa”, you guys do a lot and we don’t have the expertise to do that so why would we hire somebody if we don’t have that expertise.  

Five steps—first of all we have to get to know the business.  I am going to back up real quick.  There is a step before this and it is more or less an assumption.  I am going to assume that as we go in to create any type of partnerships with businesses and get to know them and these steps is that we are doing good, if not great, career planning with people and we need to assume that we know what people’s skills, interests and abilities are.  Does that make sense?  That is just an assumption we are going to make and now we are going to just focus on what the business is looking for.  We got to get to know the business.  I mentioned some of the barriers before, but at the top of my head,  I can remember when we did focus groups with businesses.  The barriers that businesses identify to getting people employed was fear and ignorance, referring under-qualified applicants.  Then they said, where are these applicants?  I always thought that was interesting because haven’t we been doing this for a lot of years and beating on doors but they are saying where are the applicants?  And red tape, that we put businesses through unnecessary rigor to hire somebody.  Red tape in the form of possibly even people.  We have a job coach running around with a clipboard.  We need an employer to submit a weekly report on how a person is doing so that we can report back to our funders or see how they are doing on the program.  Tax credits—other forms.  If you look at the typical hiring process, no one else goes through that.  If a business is truly looking for a human resource, somebody to do that job, why put them through all of that?  That’s our business, not necessarily theirs, to take care of.  

Okay, getting to know the business—there’s a number of ways.  We typically used what we called a business biography.  It was a very non-threatening way to go in and interview the businesses.  We weren’t asking for a job, we simply wanted to let them know that we had potential candidates.  We had a pool of candidates.  We could offer information and education, but before we could do that we needed to know their business.  So we would ask, what types of jobs do you have?  What are the qualifications for those jobs?  Are they entry level, the higher level positions, everything.  We wanted to talk about their training needs.  We talked about high turnover positions and a number of different questions so we can get a snap-shot of that business.  

The reason we created this one, well anytime we’ve done good career planning, and we have a pool of candidates, we need to know the business that we can refer.  I would say that when employers say one of the barriers is referring under-qualified candidates, I would go again to say that we didn’t know the job well enough or we didn’t know the business well enough but we did a darn good job selling the business for the person.  

Second, offer information, education and training.  We will get to that in a bit.  Easy access to qualified applicants.  We need to leverage our collective resources to benefit business.  Then I am going to say that rehab is a second language, not that I am promoting that we teach businesses rehab as a second language, I’m actually saying that maybe we need to use business language as a first language and rehab as a second language.  Okay?  

Getting to know the business.  We need to find out what they need and want.  I talked about the business biographies.  Gain insight into the positions.  The high turnover positions—basically we are looking at where their problems are.  If they have certain high turnover positions then what we need to see is if we can match people within those positions.  Some of the businesses, especially in the service industry, we would find out that there was high turnover in the fall and then again in the spring.  Primarily because they would hire a lot of students to do different jobs.  It was frustrating to them.  They didn’t mind hiring the students, but yet they key positions that need to be filled.  Then we would do our marketing then.  

Clear understanding of hiring practices.  Who do you go to?  Who makes the decisions?  Bill and I were just talking about HR people.  One of the benefits of partnering with businesses is, for those of you in larger communities, or that have larger businesses, they have a human resource department.  We try and try and try to get into that office.  But, businesses that have HR directors, those directors will tell you that they have a gatekeeper.  Their job is not only to probably do some administrative duties, but is to keep you out of there.  That’s their job.  So, you have to figure out other ways to partner giving something up like the education and training to be able to bypass that gatekeeper.  Then in smaller ones the HR director may be the business owner.  

Another benefit to getting to know them is that it offers us an opportunity to guide them in diversity and human resource outreach.  If they don’t know how to do it, they are not going to do it.  So, becoming a partner and giving them the information and education, we can begin to guide them.  Do they need training?  Here, lets recommend some.  Do they need information on hiring and supporting people with disabilities?  How about customer service?  If we guide them and put together a plan, support them through it, they will be much more open than trying to wing it on themselves.  

Let’s talk about information, education and training.  I am going to call it a portfolio primarily because we did with the business leadership network.  One of the components and one of the most sought after components was the information, education and training piece of it.  We had a menu of services, if you will, that once we got to know the business through our business biography and talked a little bit about what training we could offer folks, then we would make those recommendations or they would say yeah, sure we need these.  They were simple one-hour to a morning or a day long training and we would adapt it to meet any businesses’ need.  Most of them were done over a staff meeting, during the time, so we would do an hour-long presentation.  For example, part of our services were the ADA and one-on facilities analysis, where we actually had the person from the city, the ADA coordinator, would go out and do facilities analysis.  We’d also do one on ADA and the interviewing process.  I was amazed at how many of the HR people we talked to were quite honest in saying that they were very, very uncomfortable interviewing people with disabilities, when they were known disabilities because they hadn’t been trained all the way on what a person discloses, or what if they say this, or what if they are asking for accommodation?  Then they are going, you know, has anyone seen the title, the employment part of the ADA?  How many books is that, how many HR people are going to go through that and understand it?  So we would actually do an hour to a two hour presentation to HR people that are interviewing on what happens if --  a person discloses a disability.  What happens if -- this situation?  And we would have somebody who is knowledgeable on the ADA do it and then we would have a business person, usually an HR person who was familiar with it and they would go out and talk to employers.  

Diversity awareness.  Sometimes companies would bring us in to say, you know what, we need to start with 101.  Could you come in and do some kind of disability awareness for us?  I will tell you, for anybody that’s heard, I do a two-day business partnership one and I tell a story that we created, what I thought was, a great curriculum and we will go in there and talk about disability and employment and disability.  I got about twenty minutes into my presentation and I felt so pretentious because I was up there talking to businesses about what it is like to experience a disability and what people with disabilities experience trying to get employed or just daily life.  So I cut the presentation short, went back to my office and immediately recruited three people with disabilities to be my trainers on that one.  Because who better to speak about it?  So we hired a group of people with disabilities that would actually go out there and deliver that presentation.  The impact was incredible.  They could talk about what it is like.  They could dispel the fears.  They could answer people’s questions.  So I would recommend that if you are going to do anything like that. 

Increasing your customer base:  This is kind of our “backdoor” approach to job development.  We would throw out in some of our initial promotions or doing some of our marketing.  We would talk about, well did you know that people with disabilities have one hundred and seventy-five billion dollars of discretionary income?  That’s twice the teen market.  Wouldn’t you like a piece of that?  Okay, so we are talking to businesses, what are they in business for?  Make some money?  So we had to throw that out.  Oh gosh, they have money?  How do we find them?  Well, we’ll help you do customer service.  So we worked with banks to develop special home of your own loan programs.  We would help market to various disability groups through independent living, other organizations.  We would go in and do basic customer service skills and at the end of any of the training, what we would do is give them some strategies based on their business.  Like again, at a bank, if somebody who happens to use a chair comes in, is your teller counter lowered?  Or, would a teller come out and work with the person behind the desk?  Do they have a TTY, for those types of customers?  Is your door electric?

In one example, we used one of our board members on the business leadership network said, I spent thousands and thousands and thousands of dollars, adding accessible rooms to my hotel because based on the requirements I had to have this many that are totally accessible.  He said, I don’t fill them.  When we did the customer service program at the end I said, well, do you have billboards?  All along I-80 in Wyoming, some in Nebraska and in Utah.  I said, have you ever thought about using the universal sign?  The disability sign?  You could just cut one out, paste it up there on your billboard then travelers with disabilities would automatically say there is accessible rooms there, or they would know that.  He didn’t think about it before, so he ended up doing it.  I talked to him about four or five months later and he said we are still not filling all the rooms, but you wouldn’t believe the percentage now of travelers with disabilities we are getting in.  I just sat there and thought about that in my office and that was a low cost approach that ended up filling his rooms and increasing his income.  Pretty simple solutions.  

<end of part 1>

Workers comp and return to work:  typically high on any employers mind.  Then we would do job analysis too.  This one came out of doing pretty much regular job development and going in and saying could we complete a job analysis?  We need to get the ins and outs of this job?  We were leaving with it and the supervisor says, gosh can I get a copy of that?  Because our job description is so outdated, you’ve got all the information now.  So, I was sitting in a board meeting and I was telling the board of directors that, boy, they really liked this job description.  It usually just went back into a file, and they said great, add that as a service.  I was like, great, we’ll do that one, and then they said, and charge for it.  And I said, all right, twenty-five bucks, and they were like twenty-five bucks?  Try two hundred and fifty bucks.  And I was like, oh they will never buy that.  Then the chair said, I will, when can you come out?  Because what is job analysis for us typically, we get to know the job but isn’t it figuring out training strategies too?  And you've basically outlined all the essential functions which meets the needs of their job descriptions.  How many people’s job descriptions right now reflect what they do?  It’s nice to see all the hands.  So, another way to be a resource to business.

All these activities need to be based on the needs and wants of the business and not what we think they need and want.  Like I said ours was a menu, it was a la carte.  We didn’t start out saying, well, first you need this, and then you need this, and then you need this.  It was basically, you know, if they were a pretty progressive company and they said they had hired people with disabilities, that’s not a problem, but we are worried about accommodations.  Okay, let’s go talk about, you know, they said they wanted reasonable accommodations, information on that.  Well, you know, we would say, okay, that’s fine but let’s take it a step further and come in and do job analysis and look at maybe some universal types that will benefit all employees.  We could go in there, and you know, people are getting carpel tunnel, let’s look at universal design that benefits everybody.  Then they are going, wow, this isn’t just for people with … no, it’s for all your employees.  Another resource you could be for business.  

Easy access to candidates.  One thing is look at your own red tape you might put employers through and minimize that.  I don’t know what all that is, but if you are having them complete forms, if you are having them complete anything that they don’t do with any other employer or employee, figure out a different way to get it done.  

Present candidates to match the company’s human resources needs.  Again, that goes right back to “you have to know the job first.”  Offer a pool of candidates if possible.  Another one of my stories is when we did a little bit of job creation with the Governor’s Counsel, or the Governor’s Office and the Attorney General’s Office and created a position.  There were four candidates that came through the business leadership network that were going to interview.  They actually asked us to sit in on the interview because they weren’t real comfortable.  They knew that everybody coming in had a disability.  We were real comfortable with it.  Another service we offer, is that we would sit in and provide any support we could if they had a question about what to ask.  They were real considerate about this.  Well, there were four people.  There were three young ladies and a gentleman.  Two of the young ladies were very professional.  When they walked in, they had business suits on and they were like, wow, they are like everybody else in this office.  The other gal, you know, might not work out, then there was Gary.  Gary had gray hair down past his butt, Harley shirt, fingernails, a nebulizer with oxygen and a pack of smokes.  <Laughter> Now I should say that we didn’t offer pre-screened qualified applicants, they met the qualifications, right?  Well, after about a week I called up Carolyn Teeter who is the chief of staff and I said did you make the hire?  She said yeah, we hired Gary.  Well I just started laughing. That's a good one.  She wasn’t laughing.  Well, I know they don’t have a very good sense of humor in government anyway, but I thought it was a great joke and I said you hired, I don’t remember what her name was, and she said no, we didn’t hire her, we hired Gary.  And I was like, whoa, back up.  She said, well Rob, you need to understand that based on this job, you know, it was answering phones, routing e-mail, covering things, she said that by the time people get through to the Governors Office, they are pissed.  Not all of them, but primary when they are calling that high up they are needing something and they said all those other young ladies, although they had great skills, they would have eaten them up and they would have lasted a day.  Now Gary, on the other hand, is just fine.

So again, who are we to pre-screen?  I don’t think we are.  Who knows the culture best?  Probably the business.  And all too often I think we present one candidate who we think is the best match.  My idea is maybe letting them pick the best match as long as we have figured out that they are pre-qualified. 

Make it easy for businesses to recruit:  We did a job advertisement service.  Each time we went around we had a little folder.  We called it “ability depot”.  When businesses had a job opening we had a fax cover letter, I had it on disk in Word and WordPerfect.  So anytime they had a job opening they could either fax it or e-mail it or call it in and we would go out to every organization that’s a member and get you a pool of candidates to interview.  What we are asking is that you give us 24 hours before you put this out by your regular means.  We will promise you within 24, no longer than 48 hours, we either say yes we have candidates for you to interview to meet your qualifications or no we don’t, go post it at employment resources or put your ad in the paper, but just give us a day or a day and a half.  They were saying, gosh, this is great.  I can just sit HR person looking for a job, just sit at their computer, type it in, e-mail it to us and we would go contact every organization based on their qualifications.  That’s something easy to do.

Human Resource Profiles:  

We would do that at our business meetings when we would have the BLN.  We would bring in some profiles of some candidates who were looking for specific jobs and pass those around to businesses or the board of directors to see if they knew of anybody that had these types of jobs who were looking for people and would they make contact.  Why send it to the job developer when they may have a colleague that could do it?  

Leveraging Our Collective Resources to Benefit Businesses:

Under leveraging our collective resources to benefit businesses, another one of the barriers that the businesses told us about was competing agencies.  Let’s be honest, I think a lot of times in our communities,  in our organizations, what it seems like most of the CRPs were celebrating 35 year anniversaries, 40 years…we’ve been around a while.  Businesses know, well at least early on, and probably still right now, somehow that we are kind of this organization serving people, I don’t want to say charity, but their perception might be that.  Well then we’ve got all these organizations that are coming in and the business says, well I’m not really interested right now, and we tried that before and it just didn’t work out.  Has anybody heard that?  And then we’ll say, yeah, but that was them and they really stink, we do it better.  The business is thinking, gosh, aren’t you all in this together?  Supporting people with disabilities?  So the whole competition thing…what we did was we ended up doing pulling together all the providers and saying collectively, what you may first think is that the pie is going to get smaller if we start working together on this and sharing job leads, but what happened was that the pie got a lot larger.  When we started, you know with a business, everybody has those businesses that love us and they would call and say hey, I’ve got an opening do you have anybody?  We might say no we don’t but thanks for calling.  Does it hurt to say, no we don’t, but I think I might know of somebody who does?  Than you call the local mental health organization or you call the other employment service because wouldn’t it be better if somebody with the disability got that job?  I would say so.  

So we can pull our resources, bigger pool of candidates, more training and education, the more organizations, the more partners we’ve got, then obviously more business partners, because all of us, again, have businesses that love us.  If we can pull all those together it triples or quadruples the amount of businesses that would be willing to go out there and market our services for us.  We can share leads, develop a strategic plan and that’s based on the providers on how we would go about this and then present yourselves as a unified group.  

Again, one of the barriers was competing agencies, and it’s tough out there.  Especially in the economy now.  I mean there is a lot of people looking for work regardless of whether they have a disability or not. 

Rehab as a second language. 

Our terminology can send mixed messages.  I was sitting in my hotel room last night and was thinking of a conversation me and my wife had.  It was actually just this very weekend.  What did I say, I said oh, I’m going to get some o.j.  I was having cereal and said I’m going to go get some o.j. and she goes you always speak in acronyms.  Actually, she didn’t even say acronyms, she said you speak in abbreviations and I went, no acronyms (or whatever you call it).  I said, do I?  And she goes, well,  think about where you work, MU CRP-RCEP .  You used to work for the WBLN and started the CBLN and the EBLN, you are on the board of directors of APSE, president of APSE MO .  You’ve been involved with the ARC.  And I’m like, wow, you are right.  Do you want BLT’s for lunch?  

<laughter>

I don’t know if it is just our field, but I sat there and thought I would figure out what it would sound like to business when we go to do job development.  So here is my feeble attempt.  It says, hi, my name is Rob and I work for Acme Rehab and Training for Independent People Organization Incorporated.  I am an ES that works in SE and I do CBA, CB, FB, ES's, JD coaching and fading.  Acme serves MI, CMI, SMI, MR, DD, CP, TBI, LD, AD, ADHD and sometimes VI.  We are funded by VR, who is funded by RSA.  VR counselors have MA’s MS’s and in some cases BSers, er BS's.  

<laughter>

Note to self.  Don’t dog VR in Iowa.  

Everything we do is free to you, but today I can offer you even more WOTC.  Do you have any jobs?

No, and get the hell out of here.

<laughter>

Anyway, there is one handout that got there on time.  

<laughter>

I took some of the stuff that we say and then looked at what employers say and will more than likely understand.  I am just going to go through.  You can read them and hopefully it will make sense as we go through them.  Instead of saying, like, community rehab program, service agency or a center, employers would understand an employment agency, probably a business or an organization. On the second one down, instead of calling people clients and consumers, they could be referred to as job candidates, human resources, potential employees or applicants.  Supported employment services, I am going to skip around, I’m not going to go through all of these, but supported employment services, simply employment services.  I think years ago supported employment was a program or the new thing and I would venture to guess right now it’s more of a funding term.  Its kind of outlived that and the connotation employers, you know, if you talk about supported employment, they are going to get stuck on how much support, rather than just simply employment.  Job development, recruitment assistance.  Job analysis, identifying job tasks and functions.  The community based assessment, or above there functional vocational evaluation This is the stuff we put on brochures, is this looking familiar? Okay?  It scares the heck out of them.  Community based assessments are situational assessments. Okay, in our eyes it might be a service and we are funded for that, but in businesses they understand job shadowing and internships.  We begin to use internships for community based assessments.  We just call them short-term internships or job shadowing because they do that all the time.  When we had to go in and explain what a functional vocational evaluation was, their eyes glazed over and it’s like, we can’t do that here, don’t you have a place to go to do that?  No we want to do that here.  Yeah right.

Job coaching: post hire follow up services, or job retention support.  What’s high on even our company’s mind and probably most other businesses?  Recruitment and retention.  Think about it, we help with recruitment and the services and support we offer, aren’t those simply retention?  Well, not simply, but it sounds simpler.  Job coaching, counseling, modifications, interventions, site visits, fading, follow along, again retention services and support.  Then, the one that gets me, you know, the employer, my employer, placement sites, assessment sites, simply the name of the company.  I think all too often sometimes we are like, my employer?  What did you do, buy them out?  They own the jobs, we don’t.  

This is just a start.  I think it makes it easier when, you know, this is what they are going to understand when you go in there.  If we keep rehab as a second language it makes it much simpler for business to begin to understand where we are coming from.  Truly, if we are simply, and our focus is as an employment agency, not a program, a center or anything else, then they understand, just by saying employment agency, that we would have human resources and other services to offer.  

Now we will go back to the first slide.  Any questions?  
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