A TOOLKIT FOR SERVICE PROVIDERS

Making the Business Case:
Getting Jobs for People with
Developmental Disabilities
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Introduction

The purpose of the Making the Business Case Toolkit is to help people with disabilities get jobs. This Toolkit will
demonstrate ways to better connect with businesses and provide resources for potential employers about the
benefits of hiring people with disabilities. Furthermore, this Toolkit serves as a “how to” guide for communicating
with employers to increase job placements for people with developmental disabilities.
As a service provider, this Toolkit can help you operate your employment placement program more effectively.
Program managers and job developers will learn to conduct more effective outreach to potential employers.
This Toolkit provides information about educating employers on the benefits of hiring people with disabilities,
including sample language, relevant statistics, and recommendations for making your case. Other topics explore
sales techniques, management strategies, and maintaining employer relationships.
This Toolkit also addresses some of the obstacles and hidden fears that service providers encounter
when connecting with businesses and ways to overcome them. Companies are often overwhelmed by the
accommodations they might have to provide to employ people with disabilities. Since businesses are often
focused on their bottom line, pitches about hiring people with disabilities need to address this concern first.
Additionally, shifting our focus to market personnel services, not social services, is an important distinction
to make. For nonprofits trying to secure employment
for people with disabilities, we need to move beyond
appealing to corporate responsibility and improve our
ability to make the business case to companies.

In California, only 13% of
working age adults with
developmental disabilities
are employed, leading to a
disproportionate number of
people with disabilities living
in poverty and seclusion
from their community.1

1

People with disabilities are an untapped talent pool
for businesses seeking skilled workers. Together, we
can turn this around, increasing the number of people
with developmental disabilities who are working in our
communities and leading more independent lives.

California State Council on Developmental Disabilities, “Employment Data Dashboard,”
http://www.scdd.ca.gov/employment_data_dashboard.htm.
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Making the Business Case
for Employing People with Disabilities
Hiring individuals with disabilities is good for business. It improves a company’s bottom line through lower costs,
higher revenues, and increased profits. It opens up the business to new markets and innovations. Hiring people
with disabilities fosters a culture of diversity, building a stronger workforce and improving overall employee
satisfaction and productivity.

Hiring a Person with a Disability Makes Business Sense
Reason #1: A Better Bottom Line
The return on investment of employing people with disabilities is seen through reduced costs and increased
revenues. People with disabilities are loyal and valuable employees. They have incredibly low turnover rates,
leading to reduced hiring and training costs and increased retention. In fact, Pizza Hut recently stated that
their turnover rate for people with disabilities was only 20% compared to a 150% turnover rate among
employees without disabilities.2 Businesses also see higher profits as they gain access to new markets. People
with disabilities and their networks represent a trillion dollar market segment.3 A benefit of employing people
with disabilities is increasing your opportunity to access this market segment and gain a lasting customer base.
Also, 87% of customers say they prefer to shop and do business with companies that hire individuals with
disabilities.4
Reason #2: Increased Innovation
Innovation is key to business success. Employees with disabilities bring unique experiences to the workplace
that can improve productivity, determine how to do things for less cost, and enhance products and services.
For example, Dr. Temple Grandin, an Agricultural scientist who also has autism, revolutionized the farming
industry through her design of livestock handling systems, which improved efficiency and animal welfare.5
Thomas Edison, a great inventor with over 1,000 patents, also had a learning disability and was partially deaf.6
Companies who hire individuals with disabilities set themselves apart from their competitors, improve their
public image, and enhance their brand identity by being inclusive. Businesses also see improved customer
satisfaction.
Reason #3: A Stronger Workforce
Hiring people with disabilities creates a more diverse workplace and promotes a culture of inclusiveness
among employees. Employees with disabilities can be good ambassadors for a business/brand and improve
overall employee morale. Workplace diversity breaks down silos and helps all employees feel included and
accommodated, leading to lower employee turnover and improved productivity. Since HR experts estimate
the cost of a single turnover ranges from 93-200% of the employee’s annual salary, a strong and dedicated
workforce means a better bottom line for a business.7

Arizona Department of Economic Security Division of Developmental Disabilities, “Why Hire People with Disabilities,”
https://www.azdes.gov/InternetFiles/InternetProgrammaticForms/pdf/DDD-1482APAMNA.pdf.
3
U.S. Department of Labor, Office of Disability Employment Policy via Think Beyond the Label.com, “The Business Case,”
http://www.thinkbeyondthelabel.com/Learning-Tools/BusinessCase.aspx.
4
Arizona Department of Economic Security Division of Developmental Disabilities, “Why Hire People with Disabilities,"
https://www.azdes.gov/InternetFiles/InternetProgrammaticForms/pdf/DDD-1482APAMNA.pdf.
5
Dr. Temple Grandin, “Biography: Temple Grandin, Ph.D,” http://www.grandin.com/temple.html.
6
Thomas Edison.com, “The biography of Thomas Edison,” http://www.thomasedison.com/biography.html.
7
Arizona Department of Economic Security Division of Developmental Disabilities, “Why Hire People with Disabilities,”
https://www.azdes.gov/InternetFiles/InternetProgrammaticForms/pdf/DDD-1482APAMNA.pdf.
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Service Provider Language vs. Business Language
As service providers in the nonprofit world, we often use terminology that is different from that in the business
world. When communicating with potential employers, it’s important to recognize this language difference and
shift from using your organization’s terminology to more business-focused language.
Here are some examples of how business language differs from service provider language:
A businessperson might say…

While a nonprofit employee might say…

Customer

Client

Sale

Service

Shareholder

Stakeholder

Growth

Capacity Building

Team Work

Collaboration

Department

Program

Step #1: Avoid Acronyms
The biggest language pitfall that service providers often fall into is using acronyms. The nonprofit field is
wrought with acronyms, and it’s second nature for service providers to use these common abbreviations in
the workplace. However, when communicating with employers in the business world, it’s vital to avoid using
acronyms. You want to make sure the people you are speaking with understand what you are saying, so spell
out acronyms in conversations, emails, handouts, and any other communications.
Step #2: Use Business Language
As service providers who help get jobs for people with disabilities, we have a nonprofit language that we use
to describe our programs and participants. But, when it comes to approaching employers about using our
services and hiring our participants, service providers must become bilingual—shifting their words to those
commonly used in the business world.
Here are some specific examples of how to shift your language to speak business:
Instead of nonprofit language like this:

You might use words like these:

Job Development

Employment Consulting; Staffing Agency; Flexible Staffing Services;
Work Force Development

Supported Employment/Group Employment

Crew to do X job; Subcontractor; Outsource for Staffing; One
payment contract and we cover all associated costs

Traditional/Individual Placement

Competitive Employment; hire is no different than any other hire;
treat them like other employees in your business

Assessment

Evaluation of skillset

Job Carving

Customized jobs (leading to cost savings and improved productivity)

Job Coach

No-cost Trainer

Job Developer

Account Manager; Employment Specialist

Participants/Trainees/Clients

Employees; Workers; Staff

Customized Employment

Making the best match

Accommodation

Set up the job/environment so the employee can be successful
4

How Job Developers differ from Staffing Agencies
When making the business case for hiring people with disabilities, it’s helpful to point out how we differ from
staffing agencies in that we provide employers with the following benefits:
•

No-cost staffing services

•

Long term follow up with no additional cost

•

Potential for tax incentives

•

No-cost publicity – company recognized on organization website and other PR outreach

•

Length of time agency has been in business as well as connections in the community

•

Disability market share – adding employees with disabilities will improve your image with
individuals with families/friends with disabilities

•

Job coach is not just there for our employees; they are mentors for other employees who are
working with our placements.

5
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Sales Techniques for Job Developers
As a Job Developer, you are essentially a salesperson. Your job includes networking, following leads, and
developing relationships with potential employers to make sales (i.e. get jobs for people with disabilities). And
like any good salesperson, you continue to build on your relationships with employers and ensure they are
satisfied long after the sale.

Networking
Networking is defined as the cultivation of productive relationships for employment or business purposes. As
a job developer, networking helps you build relationships with current business partners and acquire leads for
potential new employers of the people with disabilities you serve.
You can start networking to develop your sales cluster by simply asking the people whom you currently interact
with for referrals. For example, you might ask your contact at a business that currently employs people with
disabilities for a referral to another business they work with. You might inquire about businesses in the same
building complex or association as well. It’s also important to reach out to the parents of the individuals with
disabilities you serve. Regardless of whether their child is looking for work, networking with these families can
help you connect to businesses where the families work and have relationships. Finally, presenting information
about your program to various business associations and service clubs (i.e. Rotary, Lions Club, Kiwanis, etc.) is
another great way to network.

Establishing Rapport
Sales are built on relationships, so establishing rapport with the employers
you are working with is fundamental. Below are some tips to help you
achieve a friendly, trusting relationship with potential employers:
1. Respect the person’s time by learning a little about their business
and their mission beforehand. Assess whether the employer is a
good match prior to approaching them.
2. If you were connected to the person through a mutual acquaintance
(good job networking!), be sure to mention that acquaintance/
connection in your initial conversation.
3. Smile, use positive body language, say the person’s name, and
mimic their behavior, body language, and communication style.
You want to adjust your style of conduct to match the style of the
other person (i.e. talkative or straightforward).
4. Make small talk before getting down to business. Show genuine
interest in the person and what he or she is saying. Listen more
than you speak, and don’t make your ask during your first meeting
or interaction with the person. The employer should talk 60-70%
of the time. The first meeting is about marketing rather than sales;
you simply want to raise the person’s awareness of your services.

“A man without a
smiling face must
not open a shop.”
- Chinese Proverb
7

Types of Sales Techniques
There are many different sales techniques that have been used and developed over the years. As a job
developer, you should find the techniques that work best for you and incorporate them into your work. Here,
we describe Solution Selling, a common sales technique that is often effective in helping to get jobs for people
with disabilities.

Solution Selling
Solution selling is a sales technique that focuses on
addressing a problem the employer has with your
offered solution (i.e. an employee with disabilities).
Rather than just promoting the Job Development
program and what you have to offer (selling by telling),
this technique helps the employer “discover” your
services as a solution to help their business.
To use this technique, you need to listen to the
employer to find out what problems they have that
working with you will solve. You are competing
against an employer’s traditional way of hiring, so
find out the weakness of that traditional way and
how you can overcome this. It may also be helpful
to share stories about other employer experiences to
help your prospect realize how your services can help
solve their problem. Ask open-ended questions, such
as:

• Tell me about your challenges with regards
to employment; your staff.

• Give me an example of this challenge.
• Who else in your company is impacted by
this challenge and how?

•

What would you guess these challenges cost you on average? Training costs associated with
high turnover?

•

What would it mean to you if you could solve these challenges?

•

What kinds of solutions are you trying to accomplish here at your company?

•

What’s unique about your company/services that you’d like customers to appreciate?

•

What are your top employment priorities for the year?

•

You mentioned (challenges, turnover for example), what if there’s a way I can help? Would you
be interested?

•

If I could reduce your turnover, be a resource for supplying better candidates and assist with
training these new employees at no cost to you or your organization, would you be interested in
working together?

8

Making your Case
Now that you’ve networked to get your leads, built your relationship with your prospects, and brushed up on
your sales techniques, it’s time to make your case. You know to avoid acronyms and nonprofit terminology, and
you know that hiring a person with disabilities makes business sense. Here are a few more points to keep in
mind when you make your case:

1. Focus on the Return on Investment for the Business
• Our employee retention rates on otherwise high turnover jobs are 85%, resulting in lower
turnover and cost savings for your business.8

• Hiring our employees lowers your costs around hiring and training—we provide a job coach to
help reduce the training time for supervisors and managers.

• Employees with disabilities can determine how to do things for less cost, improving productivity
and your bottom line.

• For a small business without an HR department, it can be quicker and more cost effective to
reach a new hire using our services.

• Our employees help promote a culture of diversity and inclusion for your business; we recognize
businesses we work with in publicity and social media – providing great PR for your business
at no cost to you.

• For a new position, we can help employers develop a job description or training plan for the
employee with disabilities. The employer can then use this for other employees and future hires
as well. For example, Marriott’s housekeeping department had a training plan that was too
cumbersome, so managers didn’t use it. We helped streamline this training for a person with
disabilities, and the hotel now uses it for all hires.

8

Arizona Department of Economic Security Division of Developmental Disabilities, “Why Hire People with Disabilities,”
https://www.azdes.gov/InternetFiles/InternetProgrammaticForms/pdf/DDD-1482APAMNA.pdf.
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2. Highlight the Hidden Advantages of your services
• Business follow-up services: For the length of time of employment, if needed, we will provide
backup assistance to support the employee in his or her position.

• Customized support: We partner with your business and are there to support and address any
issues that may come up.

• Our employees enjoy long tenures at their jobs (5, 10, and 15+ years), reducing turnover in
entry level positions that are otherwise high turnover.

• We help identify processes in our employee’s work environment that can be improved to assist

all employees. For example, tasks can be bundled to allow for efficiency and best use of
resources. Our employee can save your business money by allowing higher paid staff to focus
on higher paid activities.

• We provide your business with candidates who are qualified, and we provide you with insight
into a candidate’s strengths and weaknesses.

• Potential tax incentives: According to the IRS, businesses accommodating people with

disabilities may qualify for tax credits and deductions, such as the Disabled Access Credit and
the Work Opportunity Credit, a tax credit up to $2,400 for each new qualified worker.9

3. Address the Hidden Fears an employer might have
• How do I relate to a person with disabilities? People are often worried about how to work with

someone who is different. They may have preformed stereotypes about certain disabilities, or
just feel unsure of how to communicate with a person with disabilities. You can address this
fear by discussing the on-the-job support and training you provide to the hire and the other
employees, as well as disability awareness training.

• What do we have to change to accommodate a person with disabilities? Employers often fear
the amount of changes they will have to make and the costs associated with those changes.
It’s helpful to stress that your goal is to have as little change as possible so the person can do
the job. Wearing eyeglasses, using an office chair with lumbar support, and having task lighting
are all forms of “accommodations” people of all abilities use in the workplace every day. Most
of the accommodations needed are simple and cost very little.

• How much time will this take? Time is money, and employers fear that hiring a person with

disabilities will take too long. They also fear the time it will take to train the person, and
how much time and work it will cost them and other staff. You want to minimize this fear by
acknowledging that, yes, this process may take a little more time, but reassure them that you’ll
do everything you can to streamline the process.

• What if they don’t work out? Am I able to terminate in the same way, or do they have special

rights? Employers are afraid of lawsuits and hiring someone they can’t fire. You can let them
know that anyone they hire from you, they can promote, transfer, and fire without asking you.
Assure them that they have the same rights as an employer/manager as they have with any
other employee. The Americans with Disabilities Act (ADA) doesn’t require employees with
disabilities to receive any special privileges; it just levels the playing field for them to be treated
like any other employee.

9

Internal Revenue Service, “Tax Benefits for Businesses Who Have Employees with Disabilities,”
http://www.irs.gov/Businesses/Small-Businesses-&-Self-Employed/Tax-Benefits-for-Businesses-Who-Have-Employees-withDisabilities.
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• What’s the right job for a person with disabilities? Employers may not be aware of the variety
of abilities people with disabilities have or how they might fit in their own workplace. Often,
providing employers with a list of places where people with disabilities are currently working
and their job titles at these places will help open their eyes to the possibilities.

• How will I know this will work? The idea of hiring a person with disabilities may sound risky to
an employer. Tell success stories to help them overcome this fear. Satisfied businesses and
problems you’ve solved are the best description of your services, and the best sales pitch.

Maintaining Relationships and Measuring Employer Satisfaction
Once an employer has hired a person with disabilities, your relationship with them should continue to grow.
Since it takes five times more effort to get a new employer than it does to keep an existing one, there is
great value in building a relationship with your employers and turning them into both repeat customers and
spokespersons for your services.10

“It’s very logical: There
is proven ROI in doing
whatever you can to
turn your customers
into advocates for your
brand or business. The
way to create advocates
is to offer superior
customer service.”
- Gary Vaynerchuk
“The Thank You Economy”
10

Regularly checking in with employers is a great way to
maintain your relationship. Be sure to continue using
the rapport techniques described earlier, and always
respond promptly to any issues the employer is having
with your services.
In addition to maintaining your relationships through
informal check-ins, your program will likely require
more formal measures of employer satisfaction, such
as surveys and other data collection. If you are regularly
communicating with the employers in your network,
this information should be easy to acquire.
When conducting an employer survey, it is best to
provide the survey in a pre-addressed stamped
enveloped for easy and anonymous return. Make sure
the survey takes less than three minutes to complete to
encourage completion.

Lee Resource Inc. via Forbes.com, “Five Customer Retention Tips for Entrepreneurs,”
http://www.forbes.com/sites/alexlawrence/2012/11/01/five-customer-retention-tips-for-entrepreneurs/.
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Since many surveys have a low return rate (people are busy, after all), here are some other indicators that your
employer is satisfied:

•

The employer is willing to give you a testimonial about how your services work for their business.
Note: if they do this, be sure to put the quote on your agency website or program brochure as a way
to incentivize or give value to their testimonial.

•

You receive referrals to other businesses who might use your services.

•

You are a top or sole source for their employee hires.

•

The employer is willing to do more. For example, they are willing to introduce you to more employers
or give a tour of their site to your other prospects.

•

The employer gives you repeat business.

•

They have hired an employee who you referred to interview/apply for a job.

Employer Engagement after Placement
For Job Developers, it’s important that your business engagement strategy goes beyond each job placement
and focuses on achieving repeat business with employers. By continuing to engage with a business after a job
placement is made, you can work to develop other connections with that employer, leading to repeat placements,
referrals to other businesses, donations to your organization, volunteers for your programs, and more. The
following list, provided by Robbin and Associates, gives further examples of the benefits of implementing a
business engagement strategy.

20 THINGS YOU CAN GET FROM BUSINESS ENGAGEMENT
RELATIONSHIPS11
Where the term business is used, it can mean work with one business, a group of businesses, a sector of
businesses or a business association.
1. You develop a first source or sole source hiring relationship between your program and the
business, so they come to you first or exclusively for their hiring needs.
2. You get donations of money, equipment, supplies, office furniture and other material goods.
3. The business markets your services to other businesses.
4. Business volunteers work in your program as workshop leaders, staff and participant mentors,
tutors, etc.
5. Your staff and program participants get informational interviews and job shadowing opportunities
with the employees and management of the business.
6. The business helps you organize a Business Advisory Board and/or becomes a recruitment
resource for your existing board. A Business Advisory Board is composed of businesses that
hire from your program and others with a vested interest in supporting your organization. It can
help you get your participants hired, align your program services with business needs and make
it possible for you to get the things on this list.
7. You develop joint training projects, customized training and/or sector initiatives that lead to jobs
and careers in the business and/or its industry.
8. Your program participants and staff get access to the training the business provides for its own
employees.
9. Business management and employees train your management and employees.
11

Copyright Robbin and Associates, Improving the Performance of Organizations For Over Forty-Five Years, www.LarryRobbin.com.

12

10. Business technology experts improve your computer system, website, data management, etc.
and create special programs and technical resources for your needs.
11. The business provides start-up funds and assistance to help your program start a for-profit
business and/or develop fee-for-service products and marketing campaigns. Fee for service are
things you do for a fee for businesses such as training their employees and management in your
areas of expertise.
12. The business allows you to use its facilities for your program activities and special events such
as fundraisers, graduations, employer meetings, etc.
13. Your program and the business enter into a joint purchasing relationship that bring down your
operating costs. The business folds your supply budget into their supply budget, which will
bring down your costs considerably since you are now part of a very large budget.
14. You develop on-going work experience and/or internship relationships.
15. The business helps your program expand into other geographical areas where the business is
also located.
16. The business donates money and conducts fundraising on behalf of your program. It sets up
scholarship and other types of funds for your program participants.
17. The business sponsors the program for membership and pays its dues so the program can join
business, industry and other types of associations.
18. The business and your organization approach foundations for start up grants for various types of
projects that eventually will be supported by the business.
19. The business helps the program get connections to politicians and policy makers.
20. The business helps the organization get media coverage.

13

To reap the benefits of a business engagement strategy, you first need to provide value to the employers you
are building relationships with. This can be done by emailing them business articles you find online on topics
that may be of interest to them. You could also send employers information about a meeting or event, such
as a Chamber of Commerce mixer, where they might get more business. Perhaps the most effective way to
provide value to an employer is to find them a customer. Look at the other businesses you work with and see if
their services might benefit each other. For example, a restaurant you work with might benefit from getting their
menus printed at a discounted rate from a print shop you also work with.
The chart below, courtesy of Robbin and Associates, provides examples of business engagement activities
to move a business from a placement relationship, to a partner and champion of your organization. There are
even higher degrees of championship that can be obtained with the right strategies. Business engagement
is an advanced way of working with companies and may be difficult for people who are new to working with
businesses. However, champion levels of business engagement should be seen as a long-term goal due to the
incredible amount of benefits your organization and a business can achieve from these relationships.

A BASIC BUSINESS ENGAGEMENT STRATEGY OUTLINE12
LEVEL 1 PLACEMENT
First hire at targeted employer is
successful.
Employee evaluation is positive.

Employer makes two more
hires, has three interns and all
evaluations are positive.

Employer gets business
newsletter.

Employer agrees to come to the
program to tour and speak.

Employer satisfaction survey is
positive.

Program staff trains employees
on disability awareness.

Employer agrees to become
internship site.

Program tells employer they
have become a VIP client.

Employer is connected with
another employer.
Manager of the workforce
program meets with employer.
Employer sends more job leads.

12

LEVEL 2 PARTNER

Meeting with employer, their
boss, workforce managers and
board member goes very well.
Both parties express and
interest in working together at a
higher level.

LEVEL 3 CHAMPION
Discussions begin about joint
projects with the employer.
Employer is invited to a board
meeting to discuss working
together.
The employer gets people
from the program hired at
other businesses.
A financial donation proposal
is made and accepted by the
employer.
The employer joins the
Business Advisory Board.
Employer hosts fundraising
events for the program.

Copyright Robbin and Associates, Improving the Performance of Organizations For Over Forty-Five Years, www.LarryRobbin.com.
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Structuring your Job
Development Department
The structure of your organization’s Job Development Department plays an important role in both employee
and program success. Here, we look at different options for setting up your organizational chart, management
strategies to help your team, and staff skillsets needed for success.

Organizational Chart Considerations
Option #1: Case Management and External Sales are different team members

•

Advantages: Team members are hired for their skills as either a case manager or salesperson,
since typically people who are good at case management are not great at sales and vice versa.

•

Disadvantages: Communication and teamwork can be challenging as team members focus on
different clients (i.e. participant vs. employer). Case managers may not understand what the
employers want or have the rapport with the employer that the salesperson has established.

Option #2: Case Management and External Sales are the same person

•

Advantages: Staff is able to maintain their relationship with the employer and offer continuity of
services. Staff has a relationship with both the participant and the employer, so he/she is able to
address issues and concerns pertaining to the job placement as well as the participant.

•

Disadvantages: It can be difficult to find a person with the skillset for both case management and
sales. It can be difficult for staff to balance all aspects of the job, resulting in one area suffering
less than ideal performance.

Management Strategies
Your organization’s leadership has a lot to consider when developing a strategy to drive job development.
Effective strategies should include a dedicated job development staff with business expertise, working with
multiple businesses in a sector (for example, financial, healthcare, or manufacturing), and including small
businesses in your prospect list (small businesses create 63% of new jobs).13 Here, we examine some options
to help launch your team towards sales success.
1. Assign & Prioritize Prospects
How do you decide what businesses the job development staff should focus their energy on?
First, look at how you might divide the business community to see what makes sense for your
organization. Consider assigning prospects based on geography, sector, or business size. The
number of job developers on staff will also determine how you assign prospects and set priorities.
You might label prospects by importance (for example, Platinum, Gold, Silver) to help give job
developers more direction. Your organization might also want to determine whether they want to
approach a business for development/fundraising purposes or job development.

13

The U.S. Small Business Association, “Advocacy: the voice of small business in government,”
https://www.sba.gov/sites/default/files/FAQ_March_2014_0.pdf.
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2. Establish Processes & Procedures
Create protocols in your department for easier communication and problem solving. For example,
have a plan in place for how to respond when a placement quits or is fired from a business. Also,
have a strategy for how to deal with a dissatisfied employer and recapture lost business. It’s helpful
to ensure your team is giving one message and approach to the employer. Using a Customer
Relationship Management (CRM) database can help your agency track communications and
promote collaborations within the team.

Staff Skill Set Needed for Success
When hiring a Job Developer, it’s important to find someone who understands and believes in your agency’s
mission and has the right aptitude for the position. While nonprofits don’t need to focus on hiring a private
sector salesperson for their job development, it’s helpful to seek a candidate with the following talents:

•

Sales experience

•

Account management
experience

•

Customer service skills

•

Pleasant personality

•

Time management skills

•

Ability to work independently

•

Excellent communication
skills – in person, phone,
written

•

Able to talk with families,
individuals/participants, and
employers

•

Ability to manage rejection

•

Understand the job
matching process (can train
for this; but it can take some
time)

•

Understand the agency
population and their issues
(or have the ability to be
trained)

•

Passion for the mission

17

Turnover/Burnout Rate of Job Developers
Not only is it important to find the right Job Developer, it’s important to retain that emplyee once he or she is hired.
It takes a lot of resources to hire, train, and see results from a newly appointed Job Developer. Unfortunately,
many organizations struggle to support Job Developers in their positions long term. According to Larry Robbin,
Executive Director of Robbin and Associates and a national expert on the topic of helping nonprofits become
more effective in working with businesses, "there is a 50 to 100 percent annual turnover rate in job developers
and business services representatives in nonprofits."
Larry Robbin has more than 45 years of experience with both nonprofits and private sector businesses and has
trained thousands of job developers and business services representatives. He further explains that, to help
reduce turnover in Job Developers, nonprofits should consider addressing the following issues that often lead
to employee burnout:

•

Training: Job Developers need opportunities to attend trainings and learn skills for how to
succeed in their positions.

•

Supervision: Job Developers are often supervised by managers with experience in the nonprofit
sector, but not necessarily the business sector. This makes it difficult for the manager to provide
support, mentorship, and guidance.

•

Team Support: Job Developers spend 50-70% of their time outside of the agency doing sales.
This can lead to feelings of isolation, loneliness, and not feeling part of the agency’s team.

•

Rejection: Sales is tough and Job Developers face a lot of rejection. This experience can be
difficult, especially for those without business training or a background in sales.
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Recognizing Employers who Hire
People with Disabilities
It’s important to recognize and support companies that hire people with disabilities. Gratitude is good for
business, so simply saying “thank you” is a great way to acknowledge and build your relationship with the
employers you work with. There are many ways to recognize businesses that hire people with disabilities. In
addition to appreciation, it’s also important to support employers by offering disability awareness education and
training for managers and employees.

Saying “Thank You”
There are many ways to say “thank you” and recognize businesses that hire people with disabilities. Here, we
list some ideas for including employer appreciation into your program:
•

Help a potential hire send a thank you letter or card to an employer after a job interview.

•

Send a thank you letter or card (signed by the job developer and/or your agency’s CEO) to an
employer who has hired a person with disabilities that you referred.

•

Mention employers on your website, social media sites, program brochures, agency newsletters,
and other relevant places. Recognize these corporate partners by including their logos,
testimonials/quotes, and photos as appropriate.

•

Feature an “employer of the month” on your website, social media sites, and newsletter. Share
the story of the business and its employee(s) with disabilities.

•

Each year, present employers with a plaque or certificate of recognition for their efforts in
employing people with disabilities.

•

Partner with other organizations in your area and collaborate on ways to recognize local
employers.

•

Develop a logo, sticker, or badge that employers can display in their business and/or on their
website that promotes them as a company that employs people with disabilities. For example,
the “What Can You Do” Campaign for Disability Employment has badges and buttons available
online at: http://www.whatcanyoudocampaign.org/blog/index.php/link-to-us/.
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Disability Awareness
For the businesses you work with, it’s important to train managers and other employees on disability etiquette
and best practices. Simple lack of awareness, especially among hiring managers and supervisors, can be a
barrier to getting jobs for people with disabilities. Here are some ways to help overcome this barrier and offer
support to the employers you work with:
•

Take advantage of National Disability Employment Awareness Month, held each October. This
national campaign provides a great time to raise awareness about employment issues for
people with disabilities and celebrate the contributions of employers and their employees with
disabilities.

•

Offer disability awareness education and training to your employers and their employees. A
helpful slideshow to assist in your training can be found online here: http://www.slideshare.net/
joeychips/disability-awareness-for-employers.

•

Provide informational brochures or flyers to employers that offer etiquette tips for how to
communicate with, interview and accommodate people with disabilities. Examples of etiquette
tips can be found online here: http://www.worksupport.com/da/etiquette.cfm.
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Resources for Prospective Employers
When developing marketing
materials for employer outreach,
here are some helpful tips to
consider:
•

Create a first touch/overview
of Employment Services that
can be used for job fairs, first
meetings, etc.

•

Also create “tear sheets” that
are more specific to what
you will be presenting to an
employer

•

Showcase current employers

•

Include photographs of
individuals working; feature
a variety of work settings in
your materials

•

Visually appealing

•

Highlight strengths &
advantages of hiring people
with disabilities

•

One page for individual
placement

•

One page for group
employment

•

Testimonials from current
employers

•

Create a flyer for different industries – restaurant, office, warehouse, retail, etc.

•

Business Logos on first fold – “Why is your business not listed here?” or “What do these
businesses have in common?”

•

Do not include all of your agency services – too much for employers
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Conclusion
This Toolkit reveals ideas and methods to help you better communicate with businesses and increase job
placements for people with disabilities. Hiring a person with disabilities has clear business benefits, such as
lower turnover, higher profits, access to new markets, increased customer satisfaction, and a stronger workforce.
Emphasizing these business benefits, rather than appealing to corporate responsibility, is a more effective way
to secure employment for people with disabilities.
Job Development is essentially sales, and this Toolkit reviews sales techniques that are often successful in
getting jobs for people with disabilities. From building relationships and offering solutions, to addressing hidden
fears and maintaining happy customers, it’s valuable for Job Developers to develop these strategies and
incorporate them into their work.
This Toolkit also addresses best practices for structuring and staffing your organization’s Job Development
Department to help your team be successful. The role of a Job Developer is different from other positions in
nonprofit organizations because it is sales and business-focused, rather than service-oriented. Recognizing this
distinction is integral to hiring and managing your team.
Finally, this Toolkit provides resources and ideas for recognizing employers who hire people with disabilities,
offering disability awareness training and education, and creating marketing collateral for employer outreach.
These resources, like all the information in this Toolkit, are merely a starting point to help launch your organization
and its Job Development program towards success. We encourage you to reference this information regularly
and share ideas with other service providers who are also working to help people with disabilities. Together, we
can find more jobs in our communities for people with disabilities.
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Appendix 1
Resource List
-

Employer Assistance and Resource Network (EARN) is a resource for employers seeking to
recruit, hire, retain and advance qualified employees with disabilities. http://askearn.org.

-

Job Accommodation Network (JAN) is the leading source of free, expert, and confidential
guidance on workplace accommodations and disability employment issues. http://askjan.org.

-

Larry Robbin and Associates provides workforce development resources, consultation,
training, and special projects to nonprofits, businesses, and other organizations.
www.larryrobbin.com.

-

LEAD Center is a collaborative of disability, workforce, and economic empowerment
organizations dedicated to advancing sustainable individual and systems-level change to
improve competitive, integrated employment and economic self-sufficiency for adults across
the spectrum of disabilities. http://www.leadcenter.org.

-

National Collaborative on Workforce and Disability for Youth is a source for information about
employment and youth with disabilities. http://www.ncwd-youth.info.

-

Office of Disability Employment Policy (ODEP) works to develop and influence policies and
practices that increase the number and quality of employment opportunities for people with
disabilities. http://www.dol.gov/odep/.

-

State Council on Developmental Disabilities (SCDD) works to ensure that people with
developmental disabilities and their families receive the services and supports they need.
http://www.scdd.ca.gov.

-

Work Now provides resources and website links to learn about employment for people with
disabilities. http://worknow1.com.
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