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1. Different from “Salesmanship” – Rather than just scoping out job openings and plugging people with disabilities into them by “selling” the employer on the idea, job developers need to fully understand the needs and aspirations of both employers and employees in a way that enables them to engineer jobs that successfully match those interests and skills of particular employees with the needs and interests of particular employers.  
2. Networking Success – Over 50% of people who are successful in their job search employ networking strategies.
3. Network of Suppliers – From office supply companies to local restaurants, Human Service organizations patronize and purchase services from a variety of different companies. All of these vendors have an interest in keeping or growing their sales to the human Service organization. This can be leveraged into the developing secondary relationships (e.g. hiring, work experiences, mentoring, etc.) that support job development services. 
4. Onsite Informational Interview – Job developers can learn about the company in general, its hiring practices, what opportunities there are to carve jobs (jobs behind the jobs), and the company culture.
5. How Employees are Recruited – Informs you about the competition you might have and gives you an opportunity or context in which to introduce your services.

6. Where Employees Go – Informs you about staff turnover, possible job satisfaction or management practices in the company, and information on jobs in related companies and industries.

7. People in the Same or Related Business – These people can have valuable information on the industry as a whole, where job growth is taking place, the variety of different jobs within the industry, contact names of other employers, etc.
8. Iceberg Effect – The most obvious jobs in a company are usually the most abundant, least complex, lowest paid, and least secure.
9. Benefits vs. Features – “Features” are often program strategies couched in human services jargon – foreign terminology to most employers (e.g. “job coaching”). The bottom line is employers want to know quickly and clearly what you can do for them – why they should be interested in what you have to offer. Defined “Benefits” do that. They make a clear statement about what and how you are proposing to solve the employer’s problems, make life easier for them, or increase the success of their business.

10.  Fact Sheet 
a. Brief statements about your service and how it meets employer needs

b. Listing of other local businesses that you work with.

c. A few testimonials/endorsements from other employers you have done business with.

d. Your contact information.

11.  Tough Decision – Hiring someone with a severe disability represents a risk, risks can result in lost profits, and lost profits can represent a negative impact on the employer’s personal income/finances.
12.  Left Hand/Right Hand – “this process makes the job developer think about the future, anticipate objections, and even construct a casual script that anticipates concerns before they have time to solidify in the employer’s mind.”

13.  Listening vs. Talking – If the employment specialist does not hear and understand the needs of the business clearly, a poor job match could be the outcome – one that could injure the prospect of more placements in that company.

14.  Referrals – Take advantage of the employer’s own business network. They may be able to provide you with contacts in other companies who may be interested in the particular job seeker that you are representing and/or your agency’s broader services. 
