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What is an Employment Consultant ?
v Employment Consultants (EC) are professionals who 

assist job seekers with disabilities explore, find, and 
secure employment.  
§ Their activities often include: getting to know job 

seekers, finding job openings, engaging employers 
to hire, and facilitating the transition to a job.

v Other common titles for ECs: 
§ Job Developer
§ Employment Specialist
§ Employment Navigator
§ Business Consultant
§ And MORE!



Job Seeker Employer

Why look at Employment Consultants?

Employment	
Consultants

Two	arrows	pointing	at	each	other.		One	labeled	job	seeker,	the	other	employer.		
Where	the	two	arrows	touch	there	is	a	lightning	bolt	and	is	labeled	Employment	
Consultant.	



v In 2013, only 23% of working-age people with cognitive 
disabilities—a broad demographic category that 
includes individuals with IDD—were employed, 
compared to 72% of people without disabilities.

v While literature defines a number of evidence-based 
promising practices in employment support, research 
suggests these practices may be inconsistently used.

v “…Regardless of the job seeker’s level of motivation, 
skill, experience, attitude, and support system, his or 
her ability to get a job will often depend on the 
effectiveness of employment specialists…” 
(Luecking, Fabian & Tilson , 2004) 

Why look at Employment Consultants?



v Estimated 35,000 employment consultants 
serving the IDD population, nationally

v The majority of ECs support up to five job 
seekers with IDD per year in getting 
employment (60%) 

v 73% of job seekers makes $8 per hour or less

v 62% of job seekers work 20 or less hours/week
Migliore et al, 2010

What do we know about ECs?



v What strategies do effective 
employment consultants implement 
when assisting job seekers with IDD?

v How do employment consultants make 
decisions about which supports to 
provide?

Research questions



34	National	
Employment	Experts

16	Employment	
Consultants

15	EC	Supervisors 7	Family	members 7	Job	Seekers

Sample selection

Hierarchical	chart	with	34	national	experts	at	the	top,	below	is	16	
employment	consultants,	and	the	bottom	tier	lists	15	EC	
supervisor,	7	family	member,	and	7	job	seekers.	



Data Analysis

Hahn, 2008 Four	level	triangle	labeled	with	
coding	levels	1-3,	with	the	top	level	
being	labeled	theoretical	concepts.	
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v Preparing the ground
v Getting to know job seeker and 

developing skills
v Finding jobs
v Supports after hire
v Tracking support activities
v Contextual factors

Themes



v Building Trust: The relationship between the job seeker and the 
employment consultant begins with breaking down the walls that 
sometimes divide support professionals from the people whom they 
serve. 

v Involving Families: Families’ involvement was reported as instrumental 
for gaining new perspectives on job seekers’ personal lives and what is 
likely to work for them. Involving families from day one also minimizes 
FM’s concerns about the ability of the JS to succeed in the workplace.
An ongoing open communication from day one helps to build the 
foundation of trust, and demonstrates that the ECs is working to 
ensure the safety of the job seeker.

v Setting Boundaries: Finding successful employment sometimes means 
ECs managing the relationship with family members. Educating family 
members early on about the EC’s role in the job search process 
prevents accidental interceding and encourages them to see beyond 
their expectations for the JS. 

Preparing the Ground



“So always listen to the individual first and make 
sure that their voice is heard because it's very 
easy for that voice to get lost amongst agencies, 
the family, the state, the employer, if they're 
employed, other various community members 
and team members…And it's not fair for that 
individual because of their services to only be 10 
percent of that team. Their voice needs to be 
weighed more than any other.”

Preparing the Ground



v Process and Approach: Seeing the person in their natural spaces 
doing normal or typical things. Getting to know what makes the 
person tick-- their passions, their values, their strengths and 
challenges, and their vision for themselves. Using a person-
centered interpersonal approach means that ECs should not 
even look at medical or behavioral records when learning about 
a person. 

v Raise Expectations: Exposing a JS to new or different 
environments which may be out of their comfort zone. 

v Develop Skills: increase job seekers’ exposure to situations that 
are similar to job interviews or that can help job seekers 
become more comfortable in work environments. 

Getting to know job seeker and 
developing skills



“....Now that we've done a better job at discovery… a 
better job at matching people in their jobs, now the job 
coach’s role has really shifted to sort of connecting the 
person directly with the employer. And our goal is that 
the employer takes on the role of supporter and 
teacher and supervisor. And that has worked out really 
well, and we've seen a huge difference as far as people 
being happier in their jobs, the employers being happier 
with their employees.”

Getting to know job seeker and 
developing skills



v Look For Tasks, Not Jobs: Looking for tasks means examining the tasks that together 
make up a job and seeing which tasks can be singled out and combined in different 
ways to develop a new job. 

v Be Creative: Often EC’s don’t think about businesses with a specific job proposal in 
mind. Rather, they aim at developing natural relationships with the business. One EC 
started out as a customer of a business for a long time before even asking about 
employment opportunities there. 

v Networking: Personal, professional, and social networks can play a critical role in 
connecting job seekers to employment opportunities and the broader community.  
These networks can be leveraged for personal introductions, informational 
interviews, job leads, hiring, job carving, and developing natural supports. 

v Social Media: We heard mixed opinions about using social media. An EC expressed 
concerns about the risk that ECs spend too much time behind computers at the 
expense of time that could be spent out in the community, meeting real people face-
to-face. At the same time, she was in favor of promoting the use of social media for 
marketing the program and services as well as for promoting events.

Finding Jobs



“I’d say that the most important thing is to 
maintain an open-mindedness to the 
possibilities. The individuals we support, it’s 
very easy to say, “No, no, no, there’s no jobs 
out there, there are no jobs that fit,” push 
yourself to work harder at being creative and 
more open-minded, and looking for the jobs 
behind the jobs.“

Finding Jobs



PARTICIPANT DEMOGRAPHICS



v 9 female, 4 male, 1 not answered
v 9 white, 2 black or African American, 2 Asian, 1 not 

answered
v 6 held an undergraduate degree, 4 had some college 

experience, 3 held a graduate degree, 1 not answered
v 7 reported working over 40 hours a week and 5 reported 

working 31-40 hours a week
v A typical caseload was 1 to 10 job seekers 
v EC’s reported typically helping find about 6 to 10 job 

seekers with IDD, paid, individual employment in a typical 
year 

EC Demographics (of those who 
reported demographics, N=14)



v 8 male, 6 female
v 10 white, 3 black or African American, 1 Other
v 10 had high school diplomas, 2 had some college, 1 had 

some high school, and 1 had an undergraduate degree
v 6 listed primary disability as intellectual disability, 4 listed 

autism, and 4 listed Other (Down syndrome or 
developmental disability)

v 8 reported needing a continuous level of support needs, 
2 reported intermittent, 2 reported occasional, and 2 
reported none

v 7 reported having a legal guardian while 6 did not. 1 was 
unsure

JS Demographics (as reported by the 
ECs, N=14)
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The	Truth	Comes	From	Us:	Supporting	
Workers	with	Developmental	

Disabilities
By	Self-Advocates	Becoming	Empowered

Employment professionals play a powerful role in the 
pursuit of true inclusion. SABE outlines key steps on 
how allies can move people with developmental 
disabilities out of poverty and into the heart of our 
communities.

“People	should	never	be	looked	upon	as	empty	spaces.	
Presuming	that	one	is	not	intelligent,	just	because	of	outward	

appearances	is	a	tragedy.	Judging	one’s	understanding	by	their	
form	of	communication	 or	ability	to	socialize	is	deadly.”	KRIS

MEDINA



Get to know me
Ø Be good at assessing my skills

Ø Listen to me

Ø Always be respectful with actions and words

Ø Have high expectations, motivate and encourage me

Ø Ask me how you should introduce yourself to others

Ø Look beyond manual labor. Seek out all types of jobs 

including public speaking and government jobs. Push 

for people to be employed as professionals at 

developmental disabilities service agencies.

Ø Know my goals and dreams, especially relating to 

getting the perfect job!

“You need to know me and how my disability works.” jason billihus



Teach me to do my job
Ø Know how to step up (assist me when I get stuck) and 

step back (letting me be independent)

Ø Help me build natural supports

Ø Pay attention to how fast the job needs to be done and 

match it to what I can do

Ø Support me to learn “soft skills,” for example help me 

share with my boss and co-workers how best to 

communicate with me

Ø Include me when talking or emailing with my boss

Ø I don’t mind if you tell me how to correct a mistake, but 

do it in private

Ø Support me to learn to stay safe

“The	most	important	thing	ever	is	to	be	successful	 on	my	job.	Make	sure	I	am	doing	
my	job	right.	But	whisper	it	or	write	a	note.	In	other	words	do	it	in	private	so	I	am	

not	embarrassed.”	



Help keep me balanced so my emotions do 
not interfere with my work performance
Ø Be aware of stressful situations

Ø Know how to take the pressure off of me

Ø Support me to get along with others

Ø Support me to know what to do if I feel 

overloaded

“After	a	busy	day	at	work	and	being	around	people,	my	brain	
needs	a	moment	to	release	energy	that	builds	during	 the	day.	I	
call	it	an	energy	release,	shaking	the	energy	out	of	me.	I	need	a	
break	from	the	real	world,	into	my	own	world.	Some	people	
might	call	that	a	“meltdown,”	which	 is	a	judgmental	description.	
I	call	it	an	‘emotional	energy	release’	which	I	feel	is	a	non-
judgmental	description.”	 MAX BARROWS



Make adjustments to the job site for 
ongoing success
Ø Take a close look at what I do and make sure I 

have the right tools for the job

Ø Support me to organize my job space to keep it 

simple with things easy to reach

Ø Be aware of how I can use technology to make 

my job easier to do

Ø Identify what types of devices and software 

could be used to increase my independence.

Ø Make sure the environment is sensory friendly

“Thanks	for	the	assistance,	but	remember	it’s	my	job	not	
your	job.”																																																				 STIRLING PEEBLES



Be a good role model! 
Ø Keep it positive, focus on my strengths and 

interests

Ø Be organized and act with a professional attitude 

(For example: be on time, avoid using your cell 

phone, and let me know if you have to leave, etc.)

Ø Presume competence. When you meet a person 

with a disability, assume they are capable.

Ø Be flexible, because our work schedules may 

change 

“Unfortunately	many	people	with	disabilities	grow	up	in	the	
shadows	of	‘Low	Expectation	Syndrome.’	Our	hopes	and	
dreams	can	be	stripped	away	by	doctors,	 teachers,	parents,	
and	providers	who	have	preconceived	notions	about	what	
we	are	capable	of	doing.”	 NICOLE LEBLANC



Recognize the importance of peer to 

peer connections
Ø Support me to connect with peers as an 

additional source of information on 

employment and life in general.

Ø Be aware that problem solving with a peer 

can give me new ideas that fit my way of 

doing things

“Our	peers	have	been	out	in	the	workforce	as	a	person	with	
a	disability.	We	want	the	truth	from	them.	Sometimes	
employment	professionals	'sugar	coat’	the	information.	
Peers	are	better	at	knowing	how	to	deal	with	discrimination	
and	problems	of	people	not	accepting	us	for	who	we	are.”
RANDY LIZOTTE



Know we may run into ongoing 

barriers, and keep supporting me! 
Ø Support me to figure out reliable 

transportation

Ø Support me to learn about and deal with 

discrimination on the job

“You	need	to	keep	people	in	jobs	not	just	find	them.	You	need	
to	be	there	for	folks	who	lose	their	jobs	and	help	them	find	
another	job.”



The Importance of 
Person Centered Approaches 

When Providing 
Supported Employment Services

Presented by Josh Dean
Supported Employment Manager
Community Involvement Programs



“Someone’s opinion of you, 
does not have to become 
your reality” 

– Les Brown



Person Centered Services: It’s Been the Key to Our Success

Average Wage: $10.40 - 80% Employment Rate - Average Hours Per Week: 24  



Focuses of this Portion of the Presentation

▪ Taking the time to get to know someone

▪ Building trust through empathy & effort

▪ Setting real expectations for competitive 
employment

▪ Understanding the business perspective

▪ A closer look at Employment Consultants



How can you advocate for 
someone if you don’t know who 
they are, what they want, and 
what they don’t want?

It’s that simple.



JonathanCulbtersonPhotography.com



Step #1 Taking time to get to know the person 

“You can discover more about a person in an hour of play, than a year of 
conversation” – Plato, Greek Author and Philosopher 427BC – 347BC 

▪ Home visits: We’re all different people at home than we are at work

▪ Hanging out with intent: Observe the person doing things their already 
doing and try to identify area’s of interest, strengths, and transferable skills

▪ Meeting with family, friends, and the network of the person: Sometimes it’s 
not what you know, but who you know

▪ Don’t assume you know what’s best for the person: Ask questions and give 
the person choices! 

▪ Dispel the illusion that you’re trying to control their life

▪ Getting to know a person, doesn’t happen in your office. Leave your office!



Step #2 Building Trust though Empathy & Effort

▪ Empathy fuels connection

▪ Perspective taking: The ability to take the perspective of the other person 
or to recognize that their perspective is 

▪ Don’t be judgmental: When you stay out of judgement, you gain trust. 
When you gain trust, you can have honesty. When you have honesty, you 
can establish facts. And when you have the facts, you can start working 
towards the solution.

▪ Recognizing the emotions in others and relating them to your own 
emotions

▪ Empathy is a choice

▪ Remind them their not alone. It’s a team effort. When they succeed we 
succeed. When they face challenges, we face those challenges together.  
No matter what happens, we keep moving forward in a positive manner.



Step #3 Setting Real Expectations

Leading by example to set real expectations for the people we support

1) Do you show up on time to your appointments with the job seeker? 
§ If you don’t, why should they?

2) Are you ready and dressed to meet with new employers?
§ Would you hire someone wearing flip flops, aviators, graphic tee-

shirt and ripped Jeans?

3) What language are you using when you’re with someone?
§ Are you swearing or cracking inappropriate jokes? Well if you are, 

they surely they can do it at their job too



Would you rather be doing this? Or this… 

“I think I’ll send spend 38 
out of my 40 hours in the 

office this week”

“I wonder if there are any 
new posts on Craigslist…”

“Ah, yes. More online 
applications. My favorite 
part of the day.”

“I wonder why I haven’t 
heard back from any 
employers. It must be the 
economy.”

“Got Boring?” Don’t be this professional



Who said Supported Employment Can’t Be Like This?



What’s your approach? 

Person Centered:

“Hi, I’m working with a guy 
named Jon, who lives in 
this neighborhood.  He’s 
really passionate about 

history, art, and learning 
new things.  He’s been 

down to your store a few 
times, and we were 

wondering if you’d be open 
to answering a few 

questions about how you 
got into this line of work”

Non-Person Centered:

“Hi, I’m working with a 
client with Autism. He 
doesn’t know what he 
wants to do, because 

he’s never worked 
before.  He’ll be willing to 

take any job with any 
hours just to get his foot 

in the door.  Are you 
hiring right now? 

Non-Person Centered:
“Hi, my name is Josh and I 

worked for a non-profit 
that works with people 
with disabilities. Right 

now, only 17% of people 
with disabilities are 

employed in our 
community. If you’ve 

never hired someone with 
a disability, I can help 

educate you.  Would you 
like to know more about 

my organization? 



Step #4 Understanding the Business’s Perspective

“Every employer wants to be compassionate and to give opportunity to others, but 
the simple truth is that as a business we are about our bottom line and every 
employee must contribute to the bottom line.  So, my question to you, is “How do 
are the people you working with going to contribute to our bottom line?”  

– Anonymous Human Resource Specialist

▪ Be respectful of a business's time: You’re on their employer’s clock, not yours. 
Understand the business industry your approaching and when employers maybe 
available to speak and/or meet with you.

▪ You may only have 1 shot to connect: When you get a few minutes with a 
potential employer, make it count. You should know enough about the person 
through Step #1 - #3 to Advocate for the and to keep the conversation going



Customizing Employment is Job Negotiation

Rule #1: Practice what you preach by approaching employment like you 
would for yourself. If you were looking for employment, would you only meet 
with one business per week? Would you not be prepared to talk about yourself 
and what you're looking for? Would you not follow up after moving a positive 
connection?

Rule #2: Be intentional about what you do and don't be lazy. Finding contact 
information to properly follow up is often easily accessible via the internet. Do 
some research on the company and make it personable. Also, be creative. 
Going the extra mile can be the difference maker on "sealing the deal on 
employment" and just another interview. 

Rule #3: When you do get to meet an employer, listen to them. Learn what 
their business needs are. That way you can follow up with the employer and 
not only reinforce a person’s skills, interest and/or credentials, but also offer 
suggestions on how you're going to proactively help the employer meet their 
business needs.





Taking a Closer Look at the Qualities of
a Successful Employment Consultant 

▪ Having Purpose – Do you feel like you have a purpose at work & as 
an Employment Consultant?

▪ Focused & Directed – Are you a laser beam or a fish out of water?

▪ High Energy- Feeling like a fireball of unstoppable energy? A 
powder keg ready to explode? Charge! 

▪ Optimistic- Glass half-empty or half-full? Positive frame of mind. 
Those who say they can, and those who say they can’t, both are 
usually right! Wax on. Wax off.

▪ Multiple Priorities- Are you a one trick pony or a juggling machine?

▪ Commitment- What wakes you up in the morning? Find your “why”.

▪ Accomplishing – Do you feel like you’re accomplishing tasks? 
Moving towards goals?



▪ Succeeding- Define success. Understand success is always 
achievable through hard work and determination!

▪ Testing- What’s challenging about the job or just on a day to day 
basis? Are you testing yourself to get better each day? Make a 
choice to learn and grow! Record and reflect!

▪ Taking Risks- Don’t be afraid to fail in order to succeed! When you 
fail, keep going! Your one step closer to success!

▪ Experimenting- Keep in mind our values & mission, but try new 
things! What’s working & what’s not? Try, try, again!

▪ Networking- Get out there and meet new business owners! Get 
paid to learn about new businesses and what’s happening in the 
Twin Cities! If you’re looking at job postings all day, you’re not 
doing your job!

▪ Growth: Achieve personal growth through professional growth. 
Become the professional you want to be! Question: How high does 
a tree grow? Answer: As tall as it can! Strive to do your best, 
achieve what you can, and keep pushing forward!

▪ Creativity: Bring to life our own ideas! 



Employment Consultants are trained, 
certified and ready to find job. 

What else is needed to get the ball rolling?

Standard Issues Equipment: 

qLaptop 

qCell phone

qBusiness cards

qPortfolio 

qAccess to the internet

qFull tank of gas

Flexibility in Schedule:

qUse of Google Calendars

qThe ability to flex one’s 
schedule to provide the 
necessary supports when 
needed



Questions?

Josh Dean

Community Involvement Programs

E-mail: Wdean@cipmn.org




