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Preface

The primary goal of the ILO is to contribute, withember States, to the achievement of full
and productive employment and decent work foriadluding women and young people, a goal
embedded in the ILO Declaration 2008 Bacial Justice for a Fair Globalizatighand which
has now been widely adopted by the internationalroanity.

In order to support member States and the socitdgra to reach this goal, the ILO pursues a
Decent Work Agenda which comprises four interreledesas: respect for fundamental worker’s
rights and international labour standards, emplaynp@omotion, social protection and social
dialogue. Explanations of this integrated approand related challenges are contained in a
number of key documents: in those explaining aataating the concept of decent wéik, the
Employment Policy Convention, 1964 (No. 122), amthie Global Employment Agenda.

The Global Employment Agenda was developed byltlRethrough tripartite consensus of its
Governing Body's Employment and Social Policy Coithed. Since its adoption in 2003 it has
been further articulated and made more operatiandltoday it constitutes the basic framework
through which the ILO pursues the objective of plgeemployment at the centre of economic
and social policie3.

The Employment Sector is fully engaged in the im@atation of the Global Employment
Agenda, and is doing so through a large range dfinieal support and capacity building
activities, advisory services and policy researBk. part of its research and publications
programme, the Employment Sector promotes knowlgggeration around key policy issues
and topics conforming to the core elements of tteb&@ Employment Agenda and the Decent
Work Agenda. The Sector’'s publications consist afoks, monographs, working papers,
employment reports and policy briéfs.

The Employment Working Paperseries is designed to disseminate the main firsdioi
research initiatives undertaken by the various depts and programmes of the Sector. The
working papers are intended to encourage exchahglkeas and to stimulate debate. The views
expressed are the responsibility of the author{d)dm not necessarily represent those of the ILO.

José Manuel Salazar-Xirinachs
Executive Director
Employment Sector

! See http://www.ilo.org/public/english/bureau/dgmichload/dg_announce_en.pdf

2 See the successive Reports of the Director-Genertile International Labour Conference:
Decent worl{1999);Reducing the decent work deficit: A global challe(001); Working out
of poverty(2003).

% See http://www.ilo.org/gea. And in particular: Ilamenting the Global Employment Agenda:
Employment strategies in support of decent workisidh” document, ILO, 2006.

* See http://www.ilo.org/lemployment.






Foreword

People with disabilities include persons with phgti sensory, intellectual and mental
impairments. While this understanding is refledtetLO international standards relating to
persons with disabilities since 1955, the ILO ha$y aecently focused specifically on
training and employment opportunities for persorith Wwitellectual disabilities, reflecting
the emerging understanding/awareness of theirsséatd rights as citizens.

With the entry into force in 2008 of the UN Convienton the Rights of Persons with
Disabilities (CRPD), whole societies are changimg tway in which the rights and
requirements of people with disabilities are catet® in laws, policies, programmes and
services. Moving from an approach that segregatablid people from the rest of society,
including in education, vocational training and éoyment, steps are now underway to
open access to the mainstream, to general seraigdsto the general labour market.
Everyone stands to gain from this new approaclpeaple with disabilities are enabled to
take their place as citizens on an equal basis atitars and make their contribution to their
communities and the wider society in which thegliv

People with intellectual disabilities as well a®ple with other kinds of disabilities are
entitled to benefit from the provisions of the CRRDBd from other international labour
standards, such as ILO Convention concerning VogaliRehabilitation and Employment
(Disabled Persons), 1983 (No. 159). Yet, theyfegquently not well placed to gain from
this changed emphasis on inclusion. A major hutbky have to tackle comprises the
inaccurate stereotypes and mistaken assumptiotigeinfcapacities and protective, at times
negative, attitudes towards them. As a consequ@eople with intellectual disabilities miss
out on opportunities of education, training and farticipation in the labour market and in
society more generally.

This international review of research and expegesmound the world shows that, with
the right training, support in the workplace andgéded opportunities, people with
intellectual disabilities make valued contributiomsthe workplace. It is hoped that this
working paper will encourage further joint-actiop governments, employers, trade unions
and civil society so as to open the doors of opputy that will bring people with
intellectual disabilities in from the margins otcgaty.

Professor Emeritus Trevor R. Parmenter, Univemsit$ydney, was the author of this
working paper, which was edited by Barbara Murla@) Senior Specialist on Disability.
Comments and feedback provided by Debra Perry, 8&bior Specialist in Disability
Inclusion are much appreciated. Anna Kealy, Jo-ABakker, Jane Auvre and Elodie
Dessors made valuable contributions in copy editifaymatting and finalizing the
document.

Christine Evar-Klock

Director

Skills and Employability Department
ILO, Geneva
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Introduction

The rights of people with disabilities have beewegi new attention
with the entry into force of the United Nations @ention on the Rights of
Persons with Disabilities (CRPD) in May 2008. Thievgsions of the CRPD
contribute to other international standards coniogrnpersons with
disabilities, signalling a dramatic shift in intational policy terms. In
relation to training and employment, for exampl@tes are called on to
provide opportunities for disabled people alongside-disabled people.

Many countries have already declared their commitrie the goal of
inclusion of persons with disabilities through fiatition of the CRPD, while
others have signed it with a view to ratificatidhany have also ratified ILO
conventions, committing themselves to the goaleaial opportunity and
non-discrimination.

People with intellectual disabilities are entitléal benefit from the
provisions of the CRPD and ILO Convention concegnthe Vocational
Rehabilitation and Employment (Disabled Person8831(No. 159), as well
as people with other kinds of disabilities. Yeteyhare frequently not well
placed to gain from this changed emphasis on imaiusn many developing
countries, in particular, they are often excludemhf school and deprived of
opportunities to acquire relevant vocational skitsall, presenting further
disadvantages when it comes to seeking jobs. Ysgiereence in many
countries shows that, with the right training, sogppn the workplace as
required, and the right opportunities, they can enaklued contributions in
the workplace and to a country’s economy.

Measures to open employment opportunities for ghaip of persons
with disabilities in line with the CRPD and ILO Gamtion No. 159 can
build on extensive experience in recent decadesdémeloping new
approaches to training and employment. The revidwinternational
experience carried out for this working paper higtls good practice in
supporting people with intellectual disabilities integrated employment
settings. Evidence clearly points to better outconf employees with
intellectual disabilities, when they work in intaggd settings, with
appropriate supports.

The aims of this paper are to:

* examine changes over time in the understandingteliectual
disability and the capacity of persons with digéibs to learn;

e provide an international overview of employmentiops for
people with intellectual disabilities, with specgthphasis on
Supported Employment (SE) models;

* examine and critically analyse from a researchgssatsve
examples of SE across a range of low- and highrneco
countries; and

« make recommendations for the expansion and future
development of inclusive employment options fosthi
population.

Section 1 provides a brief overview of the shitinfr classifying people
with intellectual disabilities on the basis of IGrus to a support needs



framework. It then explores the impact of reseairditiatives that
demonstrated the learning capacity of people witklliectual disabilities in a
work environment.

Section 2 discusses the range of employment madetsently accessed
by people with intellectual disabilities in couesi around the world. It
highlights that, despite the emergence of a numdfermore inclusive
practices, the predominant model continues to ledtesied employment in
segregated settings, and that a high proportigmeople with disabilities are
unemployed.

Section 3 reviews recent and emerging developmantpromoting
training and employment opportunities for peopléwnimtellectual disabilities,
drawing from examples in both high- and low-incoroneuntries, with
reference to factors facilitating and posing chaks to the spread of
supported employment. The findings of researchhaise developments are
summarized.

Section 4 examines the policy implications of reskafindings and
draws some conclusions about the way forward.

The Working Paper has been informed by the regddheolLO/Irish Aid
sub-regional conferenc®eople with Intellectual Disabilities — Opening
Pathways to Training and Employmeheld in Lusaka, Zambia 9-11 March
2010 (ILO, 2010a), and the accompanying Lusaka &atibn People with
Intellectual Disabilities: Achieving Full Particigeon in Training and
Employment{ILO, 2010b).

The views of several individuals with intellectugikabilities on what
work means to them are presented in different fdrte report, so that their
voices are reflected, in line with the self-advgcamvement which is gaining
momentum.



1.

People with intellectual
disabilities

People with intellectual disabilities have existidoughout the world
across human history, making up a part of all cekuThey represent a small
part of the extremely wide variety of people in thenan population at any
one time. They are reported to make up one per oérthe population
globally, although this may be an underestimatéheftrue prevalence, even
in terms of the criteria of impairment and activiityitations and there is no
clear indication of the level of uniformity of thelefinition or the
comprehensiveness of national data. Differenucaltenvironments may also
affect the definition and a decision on whom tdude and whom to exclude
(Solarsh and Hofman, 2006). Cultural factors magsent difficulties in the
identification of people with disabilities, as fdims often persist in hiding
their child with a disability because of negativenmmunity prejudices
(Mung’omba, 2008).

People with intellectual disabilities would like take part in a range of
life experiences, like any non-disabled person ewpbe with other types of
disability. Yet they face difficulties in doing sdn one or more of the
following areas:

e learning;
e communication (receptive and expressive languagiyal and
non-verbal);

» social skills;

* academic skills;

* vocational skills;

e independent living.

Box 1.1 Who we are, what we want.

We are self-motivated and have ambition to learn, achieve and belong. (We) Need jobs to
feel good and contribute, (we) want proper jobs, pay and will work hard. Accept us as
people first, don't see the disability first. We can cope with things, we are doing well. Don’t
call us names it causes pain. We have skills even if we can’t read and write. We are all
different and unique and want to be treated like that. Respect is a two way street, we show
it, so must others. We want to be financially independent. (We) want jobs outside. (We)
want people to be as honest with us as we are with them. We need to be understood and
not judged and labelled.

From Proceedings of 2nd African Down Syndrome Conference held in Johannesburg, 2000.
http://www.downsyndrome.org.za/main.aspx?artid=59.

Research has shown that people with intellectusdhilities often have
multiple secondary impairments, including completygical and mental
health problems (Beange et al., 1999; Einfeld e28I06; Hofer et al., 2009).
These co-existing disabilities are particularlyelikto be problems of agility,
mobility, speech and language; and emotional problencluding anger
control, anxiety and depression. They are also niikedy to experience
loneliness and lack of friends (McVilly et al., 200



It is acknowledged that people with all categordsdisabilities have
experienced discrimination and stigmatization tigfeaut the millennia. Yet,
an intact intellect has historically been highlyjued and often seen as the
essential characteristic of being fully human (Ramwtar, 2001), and people
with intellectual disabilities are often the lasithin the community of
disabled persons to receive attention. In the ootdistant past a person with
an intellectual disability “was viewed not as a@®&t:-class citizen, but rather
as one who possessed citizenship (Stevens, 1967).

An important example of how this discrimination eaffs the lives of
people with intellectual disabilities on a dailysimis found in the field of
education. In the past, and to this day in somentims, children with
intellectual disabilities lack access to basic ation, which seriously limits
their chances to obtain meaningful employment agtaUNESCO, 2010).
In Canada, for example, 70 per cent of people initllectual disabilities had
attained less than high school graduation in 206tnpared to 46 per cent of
people with other disabilities and 25 per cent duls in the general
population; about 63 per cent of working-age peopligh intellectual
disabilities had attended special education, coeth#&w 13 per cent of other
people with disabilities; while an estimated 35 ment of people with
intellectual disabilities had undertaken training fimprove existing
employment-related skills, with programme accebgiband costs as key
deterrents (CACL, 2006).

Children with disabilities are often isolated withiheir societies and
communities because of a mixture of shame, fearigndrance about the
causes and consequences of their impairment. Rgitlie way forward, the
UNESCO report acknowledges that governments actiossworld have
recognized that inclusive education for people vdikabilities is a human
rights imperative and that practical examples afave from special schools
to inclusive education in mainstream schools amginming to emerge, with
significant gains being reported in some cases.

Box 1.2 Voices of individuals with intellectual disabilities: Mr Quincy Mwiwa.

At an ILO regional conference in Lusaka, Zambia, in March 2010, Mr Quincy Mwiwa,
self-advocate, emphasized the difference education and training makes to the lives of
people with intellectual disabilities.

‘| am 34 years old. | live in Livingstone, a Tourist Capital town of Zambia. When |
enrolled in grade one, it became obvious to both my parents and the teachers that | was
a person with an intellectual disability. Since my parents wanted me to be in school, it
was recommended | be taken to a special school. Later, | was lucky to have attended a
skills training at Livingstone Trades where | graduated with a certificate in catering. |
have worked for Sun Hotel in Livingstone and ZAEPD Restaurant as a manager....
Work means everything to me and my fellows with intellectual disabilities. Without work
we are marginalized; we remain perpetual beggars for almost everything we need.’

ILO, 2010a.




Changes in approach

There have been many changes in recent decades waly people with
intellectual disabilities have been named and caizgd. Terms formerly
used such agdiot, imbecile, feebleminded, mentally subnornmalpron,
mentally deficientand retard are now seen as highly pejorative and
stigmatizing, although at the time of their useytinere acceptable terms in
the scientific literature. For instance, the temehtal retardation’ has come to
be seen as a derogatory term and has been gradeplced by the term
‘intellectual disability’ in many parts of the Engj-speaking world. In the
United Kingdom, the terms ‘learning disability’ dearning difficulty’, which
have both social and definitional qualities, aredidn Canada, ‘intellectual
disability’ and ‘developmental disability’ are usegnonymously, whereas in
the US the latter term also encompasses condisiocis as cerebral palsy and
Asperger’s syndrome, which do not necessarily iwwobln intellectual
disability, and ‘learning disability’ is understoaw include people with
dyslexia. Representative organizations have regghrnthanging their names
to reflect more contemporary acceptable languageamples are: the
American Association on Intellectual and DeveloptabnDisabilities
(AAIDD) (formerly the American Association on MehtRetardation, and
earlier, the American Association on Mental Defcg); the International
Association for the Scientific Study of Intellectizisabilities (IASSID) (also,
formerly ‘of Mental Deficiency’); and Inclusion letnational (formerly the
International League of Societies for Persons wilMental Handicap).

Eminent researchers from a psychology backgrourth as Ellis (1963,
p. xi) in the US, commented that “mental retardaticas a social problem”
and Clarke and Clarke (1958, p. xiv) in the UK sgjgd that, “mental
deficiency is a social-administrative, rather tlaascientific, concept, varying
between different countries and within a given a¢ouat different times.”

Self-advocacy groups, representing people withlledtial disabilities,
have become very instrumental in changing the \aaguage is used to refer
to the condition, arguing that terms used demeamthecause of the implicit
negative connotations. Even the term ‘disabilitgplies a condition less than
‘normal’. These groups have also been instrumeimtahighlighting the
aspirations of men and women with intellectual blilgges in recent years.

Box 1.3 Development of Self-Advocacy groups: Africa

The voices of persons with intellectual disabilities are beginning to be raised and heard,
through the recent development of training programmes in self-advocacy and the
establishment of self-advocacy groups.

In Africa, for example, 85 persons with intellectual disabilities were trained as self-
advocates in 2008 through workshops arranged by Inclusion International, a global
federation of family-based organizations advocating for the human rights of people with
intellectual disabilities worldwide, in partnership with the Norwegian Association for
People with Intellectual Disabilities (NFU) and in collaboration with the Africa Network
for Developmental Disabilities (ANDD). The rationale of the workshops was to empower
people with intellectual disabilities with knowledge that shall enable them to speak for
themselves on issues that affect their lives; to inform self-advocates about the UN
Convention on the Rights of Persons with Disabilities (UNCRPD); and to contribute to
the development of training material for Self-Advocacy. Arising from these workshops,
self-advocacy groups were formed in Uganda, Namibia, Swaziland, South Africa, Kenya,
Zanzibar, Tanzania and Malawi.




1.1 Identifying people with intellectual disabilities
1.1.1 IQ testing

In the nineteenth and early twentieth centuriegpr@gches to the
education and training of people with intellectdedabilities were influenced
by the rising discipline of psychology. It was Adét Binet (1857-1911), the
director of the psychology laboratory at the Sorim Paris, who is credited
with the development of the first scale to measutelligence’. Developed in
1905, this scale involved ranking individuals onnamber of everyday
problems of life requiring processes of reasonirtte tasks were arranged in
an ascending order of difficulty, with an age-lewssigned to each task,
giving rise to the concept of mental age and sulesatty, the intelligence
guotient (1Q). Binet's motives for the developmeiita scale were prompted
by the need to identify those children whose latksoccess in general
classrooms may have given rise to the need for eciap education
programme.

The combined impact of Charles Darwin’s Origin dfe t Species,
published in 1859, and the genetic discoveriesregGr Mendel (1822-1884)
reinforced the view that intellectual disability svea single inheritable
condition, and not one that can be attributed wargety of genetic and other
causes. Eugenics societies sprang up over mucheof\Western world,
emphasising the possibility of improving the quatit of the human
population, especially by such means as discougagiproduction by persons
having genetic defects or presumed to have inldeitandesirable traits. This
led to pressure being placed on parents of peoppteimtellectual disabilities
to discourage their marriage and procreation. Aabjtsterilization laws were
enacted in many countries, including Canada, thiedrStates, Sweden and
France. Most of these laws were repealed by tleel@70s.

The classification of intellectual disability, oremtal deficiency, as it
was then described, became a topic of popular deéhathe early twentieth
century. Three categories emerged: ‘idiots’, wha nidt develop speech and
had mental ages below 3; ‘imbeciles’, who did netdme literate and had
mental ages between 3 and 7; and ‘high grade dedetr ‘morons’, who
could be trained to function in society. The nefe@f of the eugenics
movement was a rapid increase in the numbers oblpewho were
institutionalized across the Western world. It washese institutions that the
first recorded vocational training for people wittiellectual disabilities was
conducted (Sandys, 2007).

From the mid-twentieth century onwards, severahifitant advances
were made in the definition and classification ofellectual disabilities
(Parmenter, 2004). These were influenced by at lbase factors. First, the
results of research demonstrated the learning paktenf people with
intellectual disabilities. Second, the proclamatlmn the United Nations in
1971 of theDeclaration of the Rights of Mentally Retarded Peisprovided
an impetus for countries to re-examine their lawvgrisure that the rights of
people with intellectual disabilities were beingfegmarded. Third, the
growing de-institutionalization movement in severakestern countries
provided a spirit of optimism which challenged coomy held beliefs about



the moral status of people with intellectual diftibs (see Section 1.2.1
below).

Since 1921, AAIDD has published definitions andsslfication systems
of intellectual disability. In essence, intelledtuisability has been defined
and classified, up to recently, according to theults achieved on intelligence
tests, and to some extent measures of adaptivevibehaThe most recent
definition, in the eleventh edition of the AAIDDefinition Manua] states:

Intellectual disability is characterized by sigoéit limitations both in
intellectual functioning and in adaptive behavios axpressed in
conceptual, social and practical adaptive skilisTisability originates
before age 18 (Schalock et,&010 p. 5).

1.1.2 Support needs framework

A significant development occurred with the puldiica of the ninth
edition of the AAIDD manual where the traditiondhgsification system
linked to 1Q levels (mild, moderate, severe andqarnd) was replaced by the
concept of levels of support required (Luckassonakt 1992). This
development represented a significant shift invilagy intellectual disability
was conceptualized. The reformulated definition ahé accompanying
classification of supports acknowledged that thealility resulted from the
interaction of the person with his/her environmeradther than being an
absolute trait of an individual.

This development was also consistent with the emgrstrength of the
social, as opposed to the medical, model of diga§Mercer, 1992). While
the medical model focuses on the person’s impaitraed steps to reduce or
remove this, the social model recognizes that éerito a person’s
participation in general community activities armat solely determined by a
person’s impairment, but arise in combination wigements of the
environment. For instance, in the case of a pensth an intellectual
disability, community attitudes are generally theeajest barrier to
participation, involving low expectations of the rpen’s capacity to
participate and contribute.

Subsequent revisions of the AAIDD position (Luckasst al., 2002;
Schalock et al.,, 2010) have further developed tbeceptualization and
planning of individualized supports and the meamem of adaptive
behaviour (Schalock, 1999; 2004a). Throughout thiesent revisions there
has been a deeper appreciation of the relationbbiveen the AAIDD
approach to definition and classification of ineeliual disability and that of
other relevant international classification systesush as th®iagnostic and
Statistical Manual of Mental Disorders (DSM-[Mhe WHO International
Classification of Diseases (ICD-18hd the WHQOnternational Classification
of Functioning, Disability and Health (ICF)

1.1.3 Relevance to training and employment programmes

In the planning and delivery of educational andatmmnal programmes
for people with intellectual disabilities, a suppaoneeds approach to
classification has significant benefits in contréstthe earlier practice of
classification based on 1Q levels (mild, moderatjere and profound). First,
it calls for a personal and individualized approdchservice delivery that



meets the individual support needs of that per$hbis is important since rigid
stereotypes concerning the behaviours of peoplamé specific 1Q band fail
to predict the actual support needs of an individaaa work context. Nor
does the IQ approach fit comfortably with the sbeiad rights models of
disability where environmental factors must be tak¢o consideration.

Rather than addressing a person’s particular degrimpairment, it may
be more effective to make an accommodation to &regm’s environment by
the provision of support that lessens the impacthefimpairment. Support
needs assessment instruments, which assess a'pemeds across a range of
everyday life domains, are now available (Arnolcakt 2009; Riches et al
2009a, 2009b; Thompson et al., 2004).

Areas of functioning important to employment, wheareople with
intellectual disabilities may need specific suppoiriclude:

* literacy and numeracy;

« comprehension of instructions and information;
« interpreting non-verbal language;

¢ short-term and long-term memory;

e attention span and concentration;

*« motivation;

e problem-solving and decision-making skills;
¢ making choices;

» following instructions;

» time telling/management and organization;
» ability to travel and/or live independently;

e appropriate behaviours and social skills;

e grooming and self-care.

The degree of difficulty and the extent of suppeduired will vary from
person to person.

1.1.4 Cultural considerations

The growth of the IQ testing movement throughoettilkentieth century
within western industrialized countries has beeavhig influenced by social,
political and economic forces linked to the peredivneeds of an
industrialized economy. Using a more anthropoldgajaproach, Cianciolo
and Sternberg (2004, p. 22), commented that “...geopMdifferent cultures
may develop somewhat different intellectual ala@iti depending on what
types of intellectual competence are valued irr haiticular culture”.

Competence and one’s ability to navigate effecyiwelthin a culture
depends very much on the environmental contexthaif culture. Emerson,
Fujiura and Hatton (2007, p.607) suggested that:

...most societies seem to construct competence ir smrially and culturally
situated terms, rather than (as) an abstract ctincepf intelligence, with
substantial diversity in these constructions adogrdo the specific needs and
cultural mores of different cultural groups... fronglabal context the provision
of classification systems and services based orcemtions of intellectual
disability may be misguided; classification systeamsl services starting from
local conceptions of competence and the properabaoole of a competent
person may be more productive.



In summary, there is strong evidence that socittall factors largely
determine what is seen as competent behaviour.ivithstern high-income
countries, driven by the values of utilitarian widualism, the construct of
intellectual disability has been largely determinedneet the needs of urban,
industrialized societies. In contrast, competenaeon-industrialized societies
may be better reflected in collaborative, interpaed problem-solving skills,
such as those found among Nigerian students labedke intellectually
disabled (Edeh and Hickson, 2002). However, as Eomei-ujiura and Hatton
(2007) pointed out, people who are judged to bermuetent or ‘obtrusive’ in
countries deficient in support services are ofteglected and consigned to a
life in poorly managed segregated institutions.

1.2 Learning and working capacity

The first reported formal employment programmes people with
intellectual disabilities were those conducted imitthe large institutions
established in the Western world in the first ludlthe twentieth century. The
residents, often referred to as ‘inmates’, a cuatddrm generally applied to
prisoners, were employed in both indoor and outdmmupations, many of
which contributed to the economic operation of fheility. For instance,
many residents were employed in the facility’'s @wynor in small farming
activities that contributed to the facility’s fosdpply.

For people with intellectual disabilities living &ome in rural non-
urbanized communities, daily activities would nat dissimilar to those of
other people living in the community. The phenomeraf the ‘6-hour
retarded child’, described by Edgerton (1967, 20&terged once children
with intellectual disabilities were enrolled at eoh where the demands of
literacy and numeracy skills challenged their cogailimitations during the
six hours they spent in the classroom. Outsidecbbal activities, however,
except for those with high-intensity support needspst people with
intellectual disabilities blended into the genecalmmunity, being able to
perform basic everyday living skills. This pattenmderscores the problem of
using IQ tests as predictors of the capacity ofppedo participate in
community living activities such as open employmesitice many of these
tests were designed specifically to predict schmefformance rather than
anything else.

For those children who were denied access to psbliools because of
their intellectual limitations, family and charitabgroups established special
schools. Not surprisingly, once the children redclste adolescence, these
same groups established sheltered workshops andali&jty centres, often
with governmental financial support in countrieslsias Australia, Canada,
France, Germany, New Zealand, Sweden, the UK, thdvdlands, the US,
and later in middle- to low-income countries. Tioawentional view was that
these people would never enter the open labour ehdrkcause of their
perceived learning limitations.

1.2.1 Normalization, deinstitutionalization, community living and
working

Developments in the early 1970s, particularly ie tHS, led to the
development of alternatives to sheltered workslamgsday activity centres as
the major employment facility for people with idetual disabilities. A
number of underlying factors can be identified vihare still relevant to the



present-day international context. First, the wdead acceptance of the
principle of normalization led to the deinstitutiization movement, which

called for people with disabilities to live in noahcommunity settings (Nirje,

1969, 1985; Wolfensberger, 1972). Second, a nurab@rojects across the
US during the 1970s demonstrated the employmemngat of people with

intellectual disabilities (Kiernan and Schalock,919 Kiernan and Stark,

1986). A third factor was the increasing dissatisfen with the major model

of adult services prevalent at the time, namelytsrex workshops.

A large US study of sheltered workshops found timiy 200,000
people were being served, whilst an additional twiion people with
intellectual disabilities were in need of work (\Wéfiead, 1979). People with
high support needs, in particular, were denied st sheltered workshops
as they were deemed to be insufficiently productBtedies conducted by
Greenleigh Associates (1975) indicated that worgsheere seriously limited
by: (a) the absence of adequate varieties and itjgardf work; (b)
prevalence of low-challenge assembly work; (c)ahsence of modern tools
and machines on which to train workers; (d) a Eadibumber of skilled and
competent staff; and (e) funding mechanisms whictoeraged continued
service to employees in a segregated environment.

1.2.2 Groundbreaking work of Marc Gold in the US

In the late 1960s and early 1970s, the convictioat tpeople with
intellectual disabilites do not have the capacity work in regular
employment settings was challenged by researchans as Marc Gold, a
former special education teacher who developednaegiual framework of
instruction entitled “Try Another Way". Through hyggound-breaking applied
research, he demonstrated that people with vetty tiognitive support needs
could learn to complete quite complex employmesikdgGold, 1972, 1975).
Gold’s work, together with that of other researcid d@raining initiatives on
the learning capacity of people with intellectualsatbilities clearly
demonstrated that with appropriate training andpets people with
intellectual disabilities could work in real jobp to high levels of complexity
(see for example the early work of UK researchach ss Clarke and Clarke,
1965; Gunzberg, 1965; and Tizard and Loos, 1954).

Undoubtedly the early work of Gold and Tizard wasatalyst for change
in promoting a deeper understanding of the learpiotgntial of people with
even the highest level of cognitive impairment.draiesearch focussed on a
more systems-based approach where emphasis haplheed on adaptations
and accommodations in a person’s environment, ditiad to effective skills
training (see http://www.marcgold.com).

Research helped to lead the development of theépdad train” model
of employment support services, in contrast to there traditional
rehabilitation approach of “train and then pladeXperience has shown that,
to be effective, teaching and training of peopl¢hwntellectual disabilities
should take place using real work in practicalaitins to the extent possible.
Support staff should also be aware that making fiwadiions to the person’s
environment may be an alternative way to assisviehdals in handling the
requirements of a job. Therefore, support stafuhbe encouraged to target
both their learning needs and adjustments to théplace. In addition to a
good knowledge of work practices, support stafumegjtraining in the basic
teaching procedures and principles used by spediatators.
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2.

Employment options

Despite a more enlightened approach to the needpeople with
disabilities generally fostered by human rightdiatives and the application
of research and technological findings which haa to increases in their
overall quality of life, their participation in thepen labour market falls
considerably lower than that of the general
population. In industrialized countries, tht: The UN Convention on the
u_nem_plpyment rate  among people W|t1Rights of Persons with
disabilities of working age is 50 to 70 per cent,pisapilties emphasizes “the
which is at least twice the rate of those withoUtight...to gain a living by
a disability (International Disability Rights| work freely chosen or
Monitor, 2004. In developing countries, the accepted in a labour market
situation is somewhat worse: it is estimatedand work environment that is

that 80 to 90 per cent of people withopen, inclusive  and
disabilities of working age are unemployegi ccessible to persons with
(Zarocostas, 2005). disabilities

(CRPD, 2006, Article 27(1).

Evidence indicates that, irrespective of
the culture or the economic circumstances of a trguithe employment
circumstances for persons with intellectual disaed are equally alarming,
if not worse (Dempsey and Ford, 2009; Departmeriiedith, 2009). Just as
they have been denied education, they have beeaddaacess to jobs. This
dismal state of affairs has come about largely upho ignorance and
superstition (Parmenter, 2001).

In Canada, for example, a survey reported in 2006d that people with
disabilities continue to experience some of theelsiwates of employment in
the country, a situation common across the worlangclian Association for
Community Living, 2006). The survey found that: plowith disabilities
who are working work only half as many weeks per year asgbe who do
not have a disability; are unemployed longer; apend three times as long
outside the labour force. People with intellectdaabilities were found to
experience even lower rates of employment, withy &@W per cent being
employed at the time of the survey, while 40 pertded never worked. In
terms of income, nearly 50 per cent of people withllectual disabilities had
incomes below the Statistics Canada low-incomeoffiyta widely used
measure of poverty.

In Australia, people with intellectual disabilitiesade up 41 per cent of
those served in government funded employment st 2010, with more
males than females benefitting (64 per cent vpetcent). They represented
27 per cent of all participants with disabilitiesdpen employment, but 73 per
cent of those in segregated business enterprisemefly called sheltered
workshops. There has been a gradual decline iprthgortion of people with
intellectual disabilities accessing inclusive emyphent services. And finally,
there is evidence of ‘creaming’ - that is, provgliservices to people who
have relatively low support needs and are easiptare in employment - by
providers of both employment options, leading teréasing numbers of
people with high support needs being referred &beAerritory day option
programmes.

In European Union countries, the unemployment fatepeople with
intellectual disabilities was found to approach @m100 per cent (Greve,
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2009). The vast majority who do work are found lelsered workshops and
those with high support needs are generally didetaday activity centres. A
similar picture was reported by Verdonschot et{(2009), who found from a
systematic review of the literature that peoplehwittellectual disabilities
were three to four times less likely to be employhdn people without
intellectual disabilities. In Northern Finland aléov-up of those born with
intellectual disability in 1966 revealed a simipasition (Taanila et gl12005).

Employment options for people with disabilities, darthose with
intellectual disabilities in particular, can be &dty distinguished as those in
which people with disabilities work in a segregauvironment of only
workers with disabilities; and those in which thegrk in an integrated or
inclusive environment of workers largely withoutsalbilities (Kregel and
Dean, 2002). Employment models under these heading®ntly accessed by
people with intellectual disabilities in countriewound the world, are
described below. The section starts with a brifraew of day centres,
which are an option for people judged not suitedsheltered or open
employment.

2.1 Day programmes/centres

Under a medical model of service delivery, peopléhwntellectual
disabilities who were assessed or deemed to betableufor employment
were catered for in “activity therapy centre” pragnmes, where one of the
goals was to prepare them for employment optionichlly, only a very
small number “graduate” to sheltered employmentpriactice, these centres
in the past became the life-long option for peop#sessed as not being
suitable for employment

A combination of personal and programme influenees likely to
underlie this pattern. Some of the constraints twing to other employment
options may arise from the reluctance of personbk imtellectual disabilities
themselves to move from a day centre where theg thant up friendships
over many years. This reluctance acts as a batwiechange, unless
opportunities are open to maintain friendships idet®f work. This pattern
has been highlighted in the UK context by Beyeale(2004), who also found
that people with intellectual disabilities in dagntres were considered to have
had restricted lives, leading to a poor attitudeetgployment, low desire to
work, and little self-confidence, in combination thvithe lack of the
experience to make a judgement about what work gt want to do.

Traditional day centres were initially based on tpenciples of
occupational therapy and were created as respitéafoily members caring
for their adult children or siblings with disabiis. This is slowly changing,
however, as programmes offered become more skiledb and focused on
increasing independence. For instance, in New Sdlatkes, Australia, one of
the post school options initiatives for school ke@vclassified as not being
ready for open employment, is the “transition takigrogramme. Since the
programme’s inception in 2004, Jobsupport, the nmmstcessful agency
delivering the programme, placed 60 per cent of 1@ school leavers it
supported into paid open employment. This agenegipally targets young

® See, for example,
http://www.guardian.co.uk/education/2008/aug/1%¢sdeducationneeds
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people with intellectual disabilities who have beelassified as having
moderate support needs, referred to under the cldssification system as
“moderately intellectually disabledl”

Other contemporary non-vocational day programnresige on-going
daytime activities and supports for people withelieictual disabilities who
have moderate to very high support needs. Theadic

e opportunities to participate in the community;
¢ meaningful leisure and recreation activities;
* respite for families and carers;

« development of social skills.

These day centres are traditionally segregatectantte-based, offering
training in life skills (such as meal preparatiordaasic literacy), activities
(such as crafts, games and music classes) andaixgativities (such as day
trips). Some more progressive day centres alsoosueople to access
vocational training opportunities (such as collegeurses), and offer
individualized outreach services (planning and utadkéng activities with the
individual, with support offered one-to-one or mall groups). Some centres,
in the spirit of inclusion, are supporting theirieclts to access regular
community cultural, recreational and continuing @ation facilities.

2.2 Sheltered workshops

Sheltered workshops, initially established by par@noups, were
essentially segregated facilities established faopte considered unable or
unlikely to obtain or retain a job in the open labonarket. The majority of
those employed have tended to have intellectuabdises. The workshops
engage in remunerative work to cover some of tbests. Workers are often
paid a training allowance in addition to any wedfgrayments they might be
entitled to, and very minimal or no wages - somesinm the form of a bonus
if production targets are met. Up until recentlgntacts of employment were
not issued and the provisions of general employnegiglation did not apply.
In many countries, these facilities are describedehabilitation and training
facilities, but very few workers ever graduate he tgeneral employment
market, even when financial incentives are offetedact, there was a major
disincentive to progress the more skilled workersrdgal jobs in the open
labour market, as their productivity was crucial foe financial viability of
the organization (Murphy and Rogan, 1995; Parmeta&80).

ILO Vocational Rehabilitation (Disabled) Recommetioia (No. 99),
adopted in 1955, was the first international insient regarding national
legislation and practice concerning vocational goik, vocational training
and placement of disabled persons, guiding pradticealmost 30 years.
While recommending mainstreaming of vocational rireg, equality of
opportunity and no discrimination in pay for equabork, the
Recommendation saw the establishment of shelteretksivops as one
method of widening employment opportunities for kess with disabilities.
This option was also cited by the UN Standard Roleshe Equalization of
Opportunities for Persons with Disabilities; the u@oil of Europe Social

®http://www.jobsupport.org.au/main/images/documérassition%20outcome
s%20update%20august%202011.pdf
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Charter (1961); the Council of Europe Action Plarptomote the rights and
full participation of people with disabilities irosiety in the period 2006 to
2015; as well as the ILO Recommendation concernigcational
Rehabilitation and Employment of Disabled Persdf83 (No. 168) that
provides guidance on the implementation of ILO Gartion No. 159. It is not
envisaged, however, in the UN CRPD.

Given the results of research studies, in comlonatiith the realization
that a real job in the community gives people amgjrsense of identity, it
came to be recognized that segregated settingsaserabsage to people with
disabilities, and to the population at large, tinaty are different from the rest
of society, and that alternatives were neededltavathem to have the same
conditions of life as everyone else (Nirje, 198B)is gave rise to a debate
about sheltered workshops that continues to theepte

Arguments have been put forward in favour of shetteemployment.
These include the avoidance of perceived physisks fin the outside world
(Dudley and Schatz 1985; Migliore et al. 2008); iigh complexity of jobs in
outside employment being beyond the skills rangkpmychological capacity
of people with intellectual disabilities (McConkeywd Mezza 2001; Visier,
1998); that sheltered workshops provide greaterodppities for the
development of friendships than outside jobs (Dydéed Schatz 1985;
Weikle 2008); and that sheltered employment termdgrovide surety of
employment across the person’s life span witholgiciihg disability benefits.
Sheltered workshops are also seen to provide aonofar people who fail to
secure or maintain employment in the open labouketa

Yet it is widely recognized that change was andiooes to be required.
In recent years, for example, high-income countrdesh as Australia, have
re-badged sheltered workshops as “Australian Disakinterprises” where a
much greater emphasis has been placed on goodebsspractices and
productivity. Wages and working conditions for tiieabled employees have
improved, in some cases as a result of Trade Usugport. In New Zealand,
legislation has ensured workers receive the minimwage unless an
exemption is granted in individual cases, basedssessed productivity rates.
In Australia, wages are linked to assessed prodtyctof the individual
employee, compared to the normal industrial award.

Despite these advances, there is evidence thatevsork sheltered
workshops do not enjoy the same standards of piimteavailable to workers
in the open labour market. A survey of 5,000 woskersheltered workshops
in 24 states in the US revealed that people witalillities in sheltered
workshops earned US$101 per month based on angavefar4 work hours
(NCI, 2008). In contrast, Kregel and Dean (2002vekd that annual earnings
for persons in integrated employment settings waesast twice of that earned
by people in sheltered workshops.

The rate of successful transition of people witadilities from sheltered
workshops to the open labour market is minimalgnag from under one per
cent to about five per cent (Beyer et al., 2002;&ifyernment Accountability
Office, 2001). However, Cimera (2011) found thabtmatched cohorts of
employees - one in which employees had previoustyked in sheltered
workshops and the other in which they had not haat gheltered workshop
placement - were equally likely to be employedhe bpen labour market.
There was a difference in the rates of pay withribe-sheltered workshop
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cohort earning significantly more than those frdm sheltered workshops.
The former group also worked more hours per weekcast less to support.

Studies conducted in Northern Ireland, Spain ardUWls have shown
that people working in sheltered workshops woula Ithe opportunity to
work in outside employment (McConkey and Mezza,12Qdigliore et al.,
2007; Verdugo et al., 2009).

In the US, a network of 23 state developmentahtiigies agencies
have developed policies under the umbrella of Egmpknt First which has
led states and providers to adopt service deliggngtegies for persons with
disabilities, including those with the most sigcdfnt disabilities, that embrace
the principle of integrated competitive employméKternan et al., 2011).
This initiative is strongly supported by self-adates (Walker, 2011).

There are increasing signs that many sheltered shopgs are
transitioning to community employment options. Instalia, Greenacres, a
large employment agency for people with intellettarad other disabilities,
conducts an open employment programme in paraligh Vs sheltered
workshop. It has a policy of actively seeking tovaats employees into the
competitive employment labour marketn the US, Rogan and Rinne (2011)
have described the processes followed by ten argaomns that have shifted
their service delivery from sheltered to commuieityployment.

In summary, sheltered workshops continue to proddeemployment
option in many countries around the world, althotigd need for improved
conditions and opening of other opportunities idely recognized. It will be
interesting to see how those countries that hatieththe CRPD reconcile
their on-going support of sheltered employment wtghunderlying principles.

2.3 Supported employment

Alternatives to sheltered employment and day agtiwentres emerged
in the early 1970s (see 1.2.1 above). In the USXaddition to the factors
described above, the establishment of the Pressddtdnel on Mental
Retardation (now ‘The President’'s Committee foellectual Disabilities’) in
1961, and the subsequent research agenda undausp&es of the newly
created National Institute on Child Health and HomBevelopment
(NICHD), saw the development of energetic reseaeetms which targeted
the post-school options for this population.

These influences led to the establishment dEmaployment Initiative for
Persons with Developmental Disabilitieshich promoted the concept of
supported employment (SE) to business leaders, comtyngroups, and
journals, and to the enactment of two public lalat provided a mandate for
the national development of SEhe Developmental Disabilities Assistance
and Bill of Rights Actof 1984 (P.L. 98-527), and thRehabilitation
Amendmentsof 1986 (P.L. 99-506). These developments emergeth f
experience with ‘competitive employment’ that geatlgr focused on people
being employed in regular jobs after a period bft®litation training, where
on-going support was not required or provided.

" See http://www.greenac.com.au/employment.html
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Supported Employment was defined in US legislasien
.. competitive work in integrated settings for indals:

(a) with severe handicaps for whom competitive @yplent has
not traditionally occurred, or

(b) for individuals for whom competitive employmehts been
interrupted as a result of severe disability; atd wecause of their
handicap, need on-going support services to perfeuch work

(The Rehabilitation Amendmernts1986 P.L. 99-506.

. involving paid work, integrated work environmengsd on-going
supports Developmental Disabilities Assistance and Bill aghgs Act
of 1984 P.L. 98-527).

While this definition has wide acceptance, it mag mterpreted
differently in other countries. The essential elatae of Supported
Employment as defined by the Association for SufggbEmployment New
Zealand (ASENZ) reflect a generally accepted urideding of this form of
employment. To be classified as SE, jobs shouldbliry the following
characteristics.

«  Open employment: The employment and inclusion of people with
disability in the mainstream workforce.

* Wagesand benefits: The provision of the same wages and related
conditions of employment that are the expected rinramy
mainstream workplace.

* Placement first: Direct access to the labour market through a
precise job/person match and without prolongeditygtready’
activities or training.

* Inclusiveness: No exclusions or screening from supported
employment programmes on the basis of perceiveergyg’ of
disability.

e Individualized and on-going support: Support services and
strategies that are not time-limited, are taildethe individual's
needs, and maximize job retention.

* Choicesand career development: Services and outcomes based
on the preferences and aspirations of the individod a
commitment to on-going pursuit of careers.

Researchers working with people with very high suppneeds
developed four alternative pathways, all of whiclerev characterized as
‘supported employment’ (Mank et .al1986). The first was called the
‘supported jobs’ model, which later became the Sktleh described above.
Other alternatives were the ‘enclave’ model, thebite crew’ model and the
‘benchwork’ model. Each of these models specificédirgeted people with
intellectual disabilities who had high support need

2.3.1 Supported jobs model
The ‘supported jobs’ employment model involves &acp and train’
approach, rather than the practice in rehabilitetiilities where the model is

‘train and then place’. Therefore, to provide emptent, a job is required at
the outset of the service, and not just at its detign.
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The ‘place, train and support’ model for SE usuailolves job coaches
working with the potential employee to identify énésts and skills. This is
followed by job seeking, matching and placemenie €mployer might also
be encouraged to make adaptations éiceommodationsto a specific job in

order to match it with the abilities an
skills of the employee with an intellectus

disability. In many cases the job coagh"

might learn to do the job first, in order t
subsequently teach the employee with t
disability. In other circumstances, th
employer might prefer for a regular sta
member to teach the skill. This persq
may subsequently become a ‘mentor’

the person with the disability, thus
becoming part of the natural support fq

| Reasonable accommodation
eans necessaand appropriate
X modification and adjustments ng
himposing a disproportionate or
Bindue burden, where needed in
epartic:ular case, to ensure to
1cpersons with disabilities the
Nenjoyment or exercise on an
taequal basis with others of all
5 human rights and fundamental
yfreedomsCRPD Art 2.

—

a

the person within the workplace.

Irrespective of who does the initial training, rass consistently shows
that on-going natural supports (through a staff lmehare leading to greater
sustainability of job placements than external sugp(through a job coach
employed by pubic authorities or an NGO). Howewdrile natural supports
are proving to be a promising method of increa#igintegration and support
of people with intellectual disabilities in the Wwptace, a combination of job
coaching and natural supports may be needed, ddildo individual
circumstances and needs. Box 2.1 outlines an exaofphe steps followed
by a sheltered workshop in securing a job and stipgoa person in
integrated employment.

Box 2.1. Moving to Supported Employment - with external supports

Once a suitable job match is established, the person with intellectual disabilities and their
parents are notified and an interview is arranged. The job sourcing personnel endeavours
to procure a job trial in order to allow both the prospective employer and the person with a
disability an opportunity to assess the suitability.

The duration of the job trial is three days with no cost implications to the potential
employer. Nevertheless, the job trial may be prolonged if this is deemed necessary. At
this juncture, issues of job redesign and workplace accommodations are discussed with
the prospective employers, as the hands-on job trial would offer insights of how variables
in the environment or processes could impede the work of the prospective employee.
When the offer of employment is made and accepted, intensive coaching continues, the
occupational health and safety issues at the job site are carefully analysed, and any
concerns are addressed with the employers.

The first week of job placement is a critical period for the employee as much as it is for all
the stakeholders. The quantum leap from sheltered environment to mainstream work can
be overwhelming. The family may be unsettled as the liaison between the job
coach/service agencies is more intensive. The learning curve for the person with
intellectual disabilities is steep. His or her community mobility now extends to travelling
between home and the job site; job site rules need to be comprehended and respected,
and new friendships need to be established.

While vocational skills are tailored to meet the demands of the job site, generalization of
life skills are critical to ensure the person maintains his or her employment.

Parent, Hill and Wehman, 1989.
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Another way in which supported employment is orgadi involves
training and supports provided through ‘naturalpgrgs’ - in other words by
supervisors and staff within the company (see B@&b2low).

Box 2.2. Supported Employment with ‘natural’ supports

Jenny works as a dining room attendant in a local fast-food restaurant. She greets
customers, removes trays, and keeps the dining room clean and neat. Jenny has a job
coach, but the restaurant's assistant manager taught her to do her job. The
restaurant’s regular customers speak to her every day and ask her about her when she
misses work. The district manager knows her by name and has featured her in the
local advertising campaigns. When asked about this, the district manager says, “Jenny
represents the message our company wants to send to the customers in this area -
friendly, courteous, hardworking employees’”.

See: http://www.worksupport.com

2.3.2 Enclave model

The enclave model consists of a group of peoplé disabilities who
are trained and supervised among workers who dohawe a disability,
usually in an industrial or commercial environmdntits original design, the
workers were to be paid at a level commensurateetmon-disabled workers,
often adjusted according to their relative produti As the model was taken
up by sheltered workshops, more often than notctirgract for the enclave
was between the company and the sheltered workstanpagement. This
meant that wages for the person with a disabilitytinued to be paid by the
sheltered workshop, at the sheltered workshop.rates

On-going support is provided to the enclave workaersnuch of the
same nature as given by the job coach in SE. Tématfure does indicate that
in some cases companies were willing to take onadiheoach role along the
principle of ‘natural’ supports described aboveeféhis a danger that there
may be little opportunity for work and social irdetions. For instance, in
some cases the enclave group may not share the aorfanilities of the
company, such as lunchrooms.

There is a commonly held view that enclaves hawe fbtential to
become ‘sheltered workshops’ within a normal bussn&levertheless, limited
research has found some positive gains for peapldne programme. In a
robust study comparing social interactions betwpeople with intellectual
disabilities and high-support needs and non-disallerkers in three work
settings (individual job placements, enclaves amtkwcrews), Storey and
Horner (1991) found that individual and enclave giles were more likely to
involve interactions between disabled and non-déshlbvorkers. However,
the authors suggested that it could possibly bdeeires of specific job sites
rather than the employment model in itself thatiitea positive interactions.

Kregel, Wehman and Banks (1989) reported that gsmipings such as
enclaves and mobile work crews provided signifigaféwer opportunities
for both physical and social interactions. Theydisund that people with
very high-support needs were more likely to be gdam enclaves than any
other supported work placements.

2.3.3 Mobile crew model

This model is a combination of service and businkssay consist of a
crew of five people with disabilities working from van, rather than a
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building, performing service jobs in community gejs. Examples of work
carried out may include lawn cutting, window clespiand general ground
maintenance. In its original conception, a mobilewcis set up as a small,
single-purpose business, rather than as an exten$ia large organization.
As with the enclave model, sheltered workshops lexpanded to include this
as another option of their services. Again, it i®ren common in these
circumstances for the workers to remain dependenh® sheltered workshop
for their wages and conditions.

Box 2.3. Mobile Crews

Mobile crew models are set up as small, single-purpose service businesses whose
employees move from site to site in the community. A general manager is responsible for
small crews and there is one supervisor/job coach per crew. Companies using the mobile
crew model are often organized as not-for-profit corporations, performing such services
as cleaning or landscaping. The full-time presence of the crew supervisor is generally
required to monitor the crew’s performance. There is strong evidence suggesting that
mobile work crews provide fewer options for social interactions and fewer opportunities
for choice than other models of supported employment.

Boeltzig et al., 2006.

2.3.4 Benchwork Model

This model was developed in the early 1970s bySiecialized Training
Programmaeat the University of Oregon, US, as an alternativelay-activity
programmes to provide long-term employment to peqgpkviously denied
access to any vocational services. This model tgeras a small, single-
purpose, not-for-profit commercial operation prangd a range of goods or
services. The model requires a number of highlylifigg staff skilled in
instructional technology with no more than a 1&fsio-worker ratio.

The size of the business was limited to 20 worleeis they were located
in close proximity to stores, restaurants, and rothenmunity venues that can
provide opportunities for integration and participa into the regular
community activities during lunch breaks as welbafore and after work. At
first the model was faithfully replicated in fivaates of the US and in
Australia. The costs of operating the facilitiesrevano more than those
incurred in the day-activity centres, but employeseived wages based on
their productivity for the first time in their lige Follow-up studies showed
that some opportunities for community participatiere realized, especially
during meal breaks when employees could acces$ #bmpping centres.
CNS Precision Assembly is an Australian examplea dfenchwork model
(Box 2.4).

Although designed for people with very high suppweds, who would
not normally be employed in a sheltered workshagabse of their supposed
low productivity, the benchwork model shares marharacteristics and
constraints with traditional sheltered workshopgsinitially also depended
heavily on contracts from the electronics industmyany of which have
disappeared as this industry has become more atgdmidowever, in its
early phases this model provided opportunities ifsr workers to have
opportunities for greater community participation.
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Box 2.4. CNS Precision Assembly

CNS Precision Assembly, an Australian Disability Enterprise (ADE), was founded in 1984,
employing people with intellectual disabilities. It is a contract electronic manufacturing
company offering a range of services to industry.

The goal of CNS is to help individuals to participate in the economic mainstream of local
communities by offering supported work opportunities and employment-related services.
CNS serves as an important component of a community system fostering individual
productivity, independence and integration.

http://www.cns.org.au

2.3.5 Summary of SE models

The four models described above have undergone sams&formations
since their original conception. Supported Emplogtrigas expanded and has
become the preferred option internationally, paftéidy as it embraces the
core values of the UlStandard Rules on the Equalization of Opportusiter
Persons with Disabilitiesand the more recent UN CRPD, which advocates
employment options in inclusive work settings férpgople with disabilities,
irrespective of their level of support needs. Ewerhigh-income countries,
however, the penetration of SE has not been sefficto encompass all
people with intellectual disabilities wishing to ko In recent years efforts
have been made by both researchers and field vet&eefine the strategies
of SE to enable much higher success rates. Thisesasdted in an increased
emphasis on job matching and making adjustmenjsbis) so that all or part
of a job can be performed by people with a rangelisdbilities, including
intellectual disabilities. This has led to a maoglifi version of SE called
customized employment.

2.4 Customized employment (CE)

In the US, another model of employment has recdmtign developed
which aims to place people with disabilities in gokarning competitive
wages. It is known as ‘customized employment’, rantéirst defined by the
Office of Disability Employment Policy in 2001.

This model embraces a ‘person-centred’ approachinbmg with the
person’s needs, aspirations, talents and skills pitofile serves as a basis for
contacting potential employers (Inge, 2006; 2008)also emphasizes the
person’s choices, strengths and abilities. It ipleged in One-Stop Service
Delivery Systems (Blanck et al., 2009; Inge, 2008here workforce
investment, education, and other human servicerpnoges work together to
optimize access to services and long-term employroatcomes (see Box
2.5). Similar principles are used by Jobsupport, Inoe of Australia’'s most
successful SE programmes, in its transition frommost to work initiative
(Tuckerman, 2008a).
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Box 2.5. Customized employment success story

A large commercial real estate business decreased the time it took to complete
transactions by restructuring administrative support to manage a central filing room.
Specific administrative support tasks were identified and assigned to José, a jobseeker
with a disability. The job was customized to align with his skills and his interest in an office
job. His job duties included delivering packages and faxes, creating files for property
submissions, routing submissions to the appropriate account manager, collating packets
and selected filing. This allowed other, more detailed administrative tasks to be performed
by co-workers. As a result, real estate transactions were accomplished much more
quickly, the volume of transactions increased, and the business began making more
money on each of its real estate transactions.

Office of Disability Employment Policy, 2001.

While the process of job carving, as illustratedBiox 2.5, is unique for
each individual and each employee, the processggnmvolves these steps:

« determine the contributions, potential and dreafiibe
individual,

« seek out employment opportunities that utilize,leixpor
highlight these contributions;

» perform a formal (written) job analysis in orderdetermine
task sequencing, natural supports, operationsribgitrequire
additional instruction, modification, alternativeoguction
methods, or those that may need to be performpdrimership
with, or entirely by, another worker;

e engage in interest-based negotiation with the eyaplo
highlighting the individual’s contribution to theorkplace and
offering a reasonable and understandable re-anmaggfeof
work tasks in order to employ the individYal

* provide quality consultation to the employer andnakers so
that they can teach the individual the job;

e provide on-going support to the employer and theketo
(Griffin and Hammis, 2002, p. 1; Griffin, Hammisda@eary,
2007).

Beyer and Robinson (2009) reported on a 2005 stodyucted for the
US Department of Labor, which found that CE hadnbased successfully
with people with high support needs. In the fimimd of the study 345 people
had been placed in competitive employment. The ntgjoad found high-
quality jobs, with 95 per cent earning the minimwage or above, and over
50 per cent placed in jobs with the potential fareer advancement. A second
round of data collection on 536 randomly selectatividuals yielded similar
results. Approximately 42 per cent of the sampkldsed a psychiatric or
emotional disability, with 20 per cent reportingiatellectual disability.

In essence, the major contribution of the CE medd¢he SE model has
been the recognition that a person’'s job choices/ @ crucial role in
achieving a successful job match. It is anothergpta of the application of

8 Interest-based negotiation, in this instance, msstthat the applicant and the
employer both have common desires; one person want®rk and the other
needs someone to work.

21



the social model of disability, in that environmarddjustments may be more
important than trying to change the person.

2.5 Self-employment, self-directed employment, micro-
enterprises

Neufeldt and Albright (1998, p. 6) defined selfaedited employment as:

Income-generating work where disabled people, sigaificant
degree, have a prime decision-making role in timal lof work
that is done, how time is allocated, what kindsneestment in
time and money should be made, and how to allo@tenue
generated.

Duce and Biersdorff (2002) suggested that busicessiderations for
people with intellectual disabilities are littlefigrent from those for people
who do not have a disability. In the case of thenfer, it is usual for someone
to perform duties not dissimilar to the role oba coach. Sometimes this is a
family member. They proposed five major steps sphocess of establishing
a business: i) developing a business plan; ii)ioltg the required skills; iii)
securing start-up capital; iv) implementing the ibass plan; and V)
expanding the business. Again, the skills necesdarysupport self-
employment will be very similar to those for SE,damay include job
analysis, skills training and on-going provisionsofpport. It is also possible
for the support worker to initiate contacts withural supports such as unpaid
volunteers and mentors who have experience aspeetreurs who can act as
an on-going resource.

This model has also been described as a micropeiser a small
business created around one person. Beyer and $0obi{2009, p. 65-66)
reported that the main strengths of the model ®opbe with intellectual
disabilities are that:

e it respects the capacity and the assets of pedfiiantellectual
disabilities, by focusing on people’s interests atrdngths, and
can be more flexible than mainstream employmentvesriting
conditions;

e it pursues equality by opening up the self-emplaynsector of
the labour market, where people with intellectushMilities are
not represented,;

» it reflects aspects of governmental thinking orréasing
employment for disadvantaged groups, and on dewegop
services to meet individual needs;

e itis for some people a way of gaining income fratobby or
an interest, with support and funding through pessentred
planning, direct payments and individualized busgend

e it provides another way for a person with intelledtdisability
to move from being a client to being a citizen.

A review by Neufeldt and Albright (1998) of over@2elf-employment
projects across low-, middle- and high-income coestfound that there was
considerably more experience in low- to middle-imeo countries in
supporting entrepreneurship for people with digédsl than in high-income
countries. In the context of people with intelledtwisabilities, the small

22



amount of research conducted on this model hassaskld the best practice
processes involved, rather than outcomes (Okah23bi,a, 2001b).

Despite it being a popular option for people withey disabilities, self-
employment was not considered a viable option fwpte with intellectual
disabilities during a recent technical cooperatpsoject in Zambia, on the
grounds that they lacked business skills (Koister#908). While family-
based businesses were seen as an option suitedse with higher support
needs, involving support to the well-being of tleanfly as a whole, they
provided only limited opportunities for social igtation and, in some cases,
the people with intellectual disabilities were meteiving wages for their
work efforts.

2.6 Social firms

Social firms are a type of social enterprise ifigialeveloped in the
European context for people with psychosocial digigls following the
closure of the large ‘mental asylums’. Social gmiees are businesses which
trade for a social or environmental purpose, with profits being reinvested
into the company to help them achieve this purpdke. specific social
purpose of social firms is to create jobs for peapho find it hardest to get
them.

In the UK the criteria used to assess whether mess is a social firm
can be found in the Values-Based Checklist (h#pcialfirmsuk.co.uk/about-
social-firms/what-social-firm). These criteria abased around three core
values to which social firms will subscribe wittthmeir businesses: enterprise,
employment and empowerment (Box 2.6).

Box 2.6 Core values of social enterprises

Enterprise - social firms are businesses that combine a market orientation and a social
mission (‘businesses that support’, rather than ‘projects that trade’). The business
activities of social firms vary widely. At least 50 per cent of the firm’s turnover will be
earned through sales of goods and/or services, The firm will have an appropriate legal
status. It must not be governed or driven by individual profit (except for worker co-
operatives).

Employment - more than 25 per cent of employees will be disadvantaged people.
Reasonable adjustments will be made for employees relevant to their needs.

Empowerment - social firms are committed to the social and economic integration of
disadvantaged people through employment. A key means to this end is economic
empowerment through all employees having a contract of employment and a market
wage at or above national minimum wage.

http://socialfirmsuk.co.uk/about-social-firms/what-social-firm

Sheltered workshops have sometimes established lsusithesses which
are labelled as ‘social enterprises’. In Singapfoe,example, MINDS, an
organization which provides sheltered employment foeople with
intellectual disabilities in Singapore, has essi#d a car-wash business in a
regular community setting. In this case, all of therkers are people with
intellectual disabilities with limited opportunifeto engage in regular work-
related or social activities within the general coamity. The organization has
had to overcome opposition from some parents whteptheir adult children
with intellectual disabilities to work in a moregbected environment.

23



Li and Wong (2007) have provided an outline of soeial enterprises
policies of the UK, Spain and Hong Kong, includidgfinitions, problems
faced by the social enterprise sector, social pnger strategies and creating
an enabling environment for social enterpris@he Enterprise Vegetable &
Fruit Processing and Supply Service of the Tung \@abup of Hospitals in
Hong Kong trains and employs 29 disabled persohs.cbmpany purchases
large volumes of fresh vegetable and fruit in tHeol@sale market and after
processing and preparing, the vegetables and &mdit delivered to their
customers. (http://www.avantageventures.com/avoga/sv-enterprise-
vegetable-fruit-processing-and-supply-service-egHwah-group-hospitals).

There is limited research information on the outesrachieved by social
firms for workers with intellectual disabilitiesn la comparison of 40 people
with intellectual disabilities working in a soci&nterprise and 40 others
attending day centres, Forester-Jones et al. (2fal®)d that people in the
social enterprise scored significantly higher onasuges of life experience,
self-esteem and satisfaction than those in dayrenfThey concluded,
however, that while social enterprises represehgdter training settings for
future employment compared to the day centres,abaoclusion was still
inadequate.

2.7 Community Economic Development (CED)

CED has emerged as an alternative to conventiopploaches to
economic development. It is founded on the belledt tproblems facing
communities - unemployment, poverty, job loss, evinental degradation,
economic instability, and loss of community controleed to be addressed in
a holistic and participatory way.

There are varied definitions of CED, but the foliogv captures the
essential characteristics.

“CED is a community-based and community-directedcpss that explicitly
combines social and economic development and éectdid towards fostering
the economic, social, ecological and cultural vbeling of communities and
regions. As such, it recognizes, affirms and suigpall the paid and unpaid
activity that contributes to the realization ofsthvell-being.”

(See Simon Fraser University Community Economic ed@ment
Centrehttp://www.sfu.ca/cscd/gateway/sharing/principlésh

CED projects may provide an alternative approacprtwiding support
to people with disabilities. In the highly urbardzeommunities of high-
income countries, policies and services are gdyaranaged in a top-down
fashion and controlled by large government buresties, increasingly
delivered through large bureaucratized not-foripmfyanizations. Stainton et
al. (2006) suggested that to overcome barrierhi¢oemployment of people
with disabilities, connections must be made witrstixg groups of people in
order to overcome prejudice and discrimination

Decision-making must take into account the perspesiof people with
disabilities as far as possible in a ‘bottom-ughi@mn. For instance, Wilson
(1996, p. 617) commented that “...community econodgigelopment, if it is
truly to empower people, must build community fréhe inside out — i.e.
from the individual's realization of self-effica@nd interconnectedness with
the larger community”.
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CED has proven successful in addressing the neddsadous
marginalized groups in low-income countries. Eagmunity is encouraged
to develop viable initiatives based on an appraemiabf its strengths and
capabilities through a process that Kretzman andmight (1997) have
described as ‘asset mapping’. McCall (2003) suggkttat, unlike a needs-
based approach, which often looks to external pexdmal input for solutions,
asset mapping looks to the community’s own asdets may be utilized to
solve the local problem.

The process “...is driven by the relationships betwa®mmunity
members as individuals and as components of as®osiaand institutions”
(McCall, 2003, p. 107). It is imperative, as Hopki{1995, p. 50) pointed out,
to avoid viewing CED “just as job generation foropgeople and poor
communities...what community businesses must grasp is that weait
work can be created by them taking action in thealleeconomy to meet
social, as well as individual, needs that are widesd and have commercial
potential”. (See http://rtc.ruralinstitute.umt.eBuEcD/Update.htm for an
account of a Vocational Rehabilitation Programmghiwia Rural Community
Economic Development Project in the US).

2.8 Employment options - summary

Recent decades have seen growing recognition ofvtinking capacity
of persons with intellectual disabilities in manguatries around the world
and a flourishing of initiatives to provide themtlwopportunities to perform
meaningful, productive work in ordinary workplac&sipported Employment
has been the main approach adopted, in a varietiprois reflecting the
different levels of support required by differenérgons with intellectual
disabilities. The experience in implementing thegmroaches in different
countries around the world is summarized in thi¥ahg section, along with
the main findings of research carried out.

It must be recognized, though, that the SE modsldeveloped in high-
income countries with well-established formal seegl In low-income
countries, the informal economy, especially in rarad less developed areas,
is the major source of employment. People witkliettual disabilities are
often employed in village-based industries, inahgdiarm work, similar to the
patter in western countries in the pre-industial.
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3. Development of Supported Employment
Initiatives

The implementation of supported employment in s@vlrgh-income
countries and on a smaller scale in some low-incooumtries is described in
this section. It has not been possible to detaieligments in all countries,
but those with the most significant research atgtiin this field have been
chosen, together with those that have demonstraue innovative
initiatives. The research findings are summarire8ection 3.3 below.

3.1 High-income countries

3.1.1 United States

There was an exciting uptake in Supported Employnaamoss the
various states of the US in the 1970s and 1980ewing the development of
this model in university-based applied researchresnessentially motivated
by groups of researchers and advocates interestedable day-activity
options for people with intellectual disabilitieshav had very high support
needs (see Section 2.3 above). Indeed, many oé thesple were unable to
gain employment in existing segregated shelterekstops, and many had
been residents of very large, segregated residleptgrammes. Other
initiatives supported this initial trend, such aBetYouth Transition
Programme, which has operated throughout the stai@egon in the US for
almost two decades, providing an excellent, eviddrased example of a
model transition programme for students with dikids (Benz and
Lindstrom, 1999).

A feature of the SE programmes in the US, not adaaresent in other
countries, is the legislative base supporting isiglel employment options for
people with disabilities in general (see SectioB above). This strong
legislation supported the initial growth of SE prammes across the country.
At the same time, the strong support the US Fed8mlernment gave to
research and to research centres specializing énsthdy of intellectual
disability was another significant factor in theogth and support of SE
programmes. Legislation and subsequent fundingaiiviées led to better
educational services for this population, includiag emphasis on the
transition of students with disabilities from schtwowork and further study.

Despite this enabling environment, there is coeststvidence that there
has not been a parallel diminution in the numbepeadple with intellectual
disabilities in segregated sheltered employmentingst (Braddock et al.,
2008). And the latest State of the States in Derekntal Disabilities,
conducted by David Braddock and associates at thieeksity of Colorado,
reported that the proportion of Supported Employmwaiorkers among
recipients of day/work programmes declined fromigh tof 24 per cent to 21
per cent in the period 2000 to 2006. The repom aslicated that there is
approximately a 3:1 ratio of non-competitive to gqutitive work outcomes
for people served in day work, and sheltered enmpéoy programmes
(Braddock et al., 2008).

In some states, such as Wisconsin, an early leadéne roll-out of

supported SE programmes, there has been a negagig in its growth in
recent years, while several states exceed the nadtiaverage in their
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expansion of SE programmes. In order to exploresiptes explanations for
this trend, a study was commissioned by the Widodbepartment of Health
and Family Services (Mills, 2006). The findings amtommendations are
particularly relevant to both implementation andstainability issues (see
Section 3.3 below). The inherent difficulties esipeced in transporting
innovative disability programme models to othergdictions and to other
countries include the degree to which factors sagbultural values, political
and legal systems, economic situation, historicatklground, level of
education and language are comparable

Along with other states, in the mid-1980s Wisconsueived federal
systems change grants focused on community-baset Sumpported
Employment. Between 1988 and 1990, Wisconsin maddtiye strides and
exceeded the national mean in terms of the pergentd people with
developmental disabilities receiving vocationalday services who were in
integrated employment (23 per cent, as againsttiana mean of 21 per
cent). As the federal system change grants wersepghaut, there was a
related drop in the percentage of people acceshmdSE programmes. By
2004, Wisconsin reported only 2,800 people in Skilevover 15,000 were
reported to be in segregated or non-work servidess.performance had
dropped to 15 per cent, while the national averstged at 24 per cent. In
contrast, over the same period other states cadirto make significant
positive strides in increasing integrated employimdor people with
developmental disabilities.

Early efforts were made to assist the transitioomfr segregated
employment services to more inclusive options. 8858, the US Federal
Government introduced initiatives for state systemsnge which have led to
several studies exploring the challenges and oppiti¢s involved in this
transition (McGaughey and Mank, 2001; Novak et 2003; Parent et al.,
1989). For instance, Novak et al. (2003) found Hwivities perceived to be
the most effective in the implementation and expansof state SE
programmes were: technical assistance; capacitgibgj and policy and
funding initiatives. Sustenance of the initiativesce fiscal incentives expired
was revealed as a real problem.

Experience in the US indicates that the anti-discration provisions in
the Americans with Disabilities Act (ADA®f 1990 appear not to have
stimulated effective employment outcomes for peoplith intellectual
disabilities. Therefore, it is assumed that therestill a strong belief that a
person with cognitive limitations is incapable ohimjng an integrated
employment outcome, despite evidence that everetlth high support
needs are capable of learning complex tasks widq@ate training and
support (Bellamy et al., 1988; Gold, 1972, 197540 et al., 1988).

3.1.2 Australia

The development of employment services for peogtd wtellectual
disabilities in Australia has followed a similaajegctory to that of the US. In
the early 1970s, the Australian Association for khentally Retarded (now
the National Council on Intellectual Disability, BiCID) expressed concern
about the high numbers of people with mild intellet disabilities entering
sheltered workshops rather than open employmengbfRi 1973). The
Australian Federal Government, through the CommaitiveRehabilitation
Service subsequently established seven Work Prgpai@entres for school
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leavers with mild intellectual disabilities in amber of state capital cities.
After 12 to 18 months of intensive job skills armtial skills training, trainees
obtained permanent employment in the open laboukehagenerally in
manufacturing industries, which were the major ey@is in those years in
Australia (Parmenter et al., 1977; Ward et al.,8)9During their ten years of
programme development, the Work Preparation Cecasnenced trials of
SE models, based on the research work being catlucthe US.

In 1985, following an intensive consultation pracesgith people with
disabilities, their advocates, support groups aedlice organizations, the
Australian Government publishétew Directions. Report of the Handicapped
Programs Review(Grimes, 1985). This report was instrumental in the
enactment of the Australian Disability Services £286) the following year
which was accompanied by a set of disability senstandards. Disability
service agencies receiving government funding wegeired to meet these
standards to ensure on-going financial support.

In order to stimulate the development of paid emplent in integrated
settings, the Australian Government sponsored akwepen employment
demonstration pilot projects, a number of which arirated on supporting
people with high support needs. One of these, {pust) has continued since
its inception in 1986 and has achieved one of #s bkecords in the country
for supporting people with intellectual disabilgiend high support needs
(Tuckerman, 2008a; Tuckerman, et al., 1999).

The overall picture currently for integrated empi@nt in Australia is
not dissimilar to that in other countries. Theres li@en no reduction in the
numbers of people with disabilities employed inreggted settings. In fact
the Commonwealth Government, despite earlier attemagimit funds to this
area of employment, has given way to the strondpyiogroups including
parents and service organizations by acceptingegatgd options as a viable
employment alternative. This is also in spite abisgy anti-discrimination
legislation and a formal commitment to the varioUsited Nations
Declarations and Conventions.

3.1.3 Canada

Neufeldt et al., (2000) found that the SE model wasly well
established in the four provinces of Nova Scotiata®o, Manitoba and
Alberta. Canadian SE programmes are funded by ¢der&l government
under the Opportunities Fund, some Labour Marketelzmment Agreements
and by provincial/territorial governments, or bystsharing with the federal
government.

In a review of employment policy and programmeaagements
concerning the employment of people with disakeditin Canada, Crawford
(2006), pointed out that people with intellectuaatbilities would not be
eligible for ‘mainstream’ employment programmes dee they do not
qualify for employment insurance. Based on this,appears that the
unfounded assumption that people with a disabdlig a higher risk in terms
of work place safety is still deeply entrenchedhia bureaucracy. However,
some provinces do make exceptions to this rule.yMeople with intellectual
disabilities continue to participate in shelteredpéoyment and many others
access SE, but there are no data available toatdielative participation
rates.
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In Canada, as in other countries, there is a pattér SE agencies
rejecting applicants with complex needs, such assehwith intellectual
disabilities. Stainton et al. (2006) have suggested the increasing market
competition in service provision and the emergesfder-profit organizations
into the disability ‘industry’ have increased theommodification’ of
disability (in other words people with intellectualisabilities become
commodities from which to make a profit), resultimgcompetition among
agencies for clients who are easier to supportci@bmcentives may have to
be built into the funding systems to counter thendr towards ‘creaming’
practices.

3.1.4 Finland

With Finland’s entry into the European Union (EW)1995, the country
could access the Community Initiative Programmeshef EU Social Fund
(ESF) to start several pilot projects on SE for gteowith intellectual
disabilities. Regular surveys of the state of SEiiMand have been conducted
since 1998 (Saloviita and Pirttimaa, 2007). Theaeshers defined SE as paid
work in integrated settings with on-going supptmtthe latest survey (2003)
of the 93 responding organizations, 22 had worke&E. In 1999 there were
21 such organizations and in 2001, there were 19.

Thus, while it appeared the number of organizatipnsviding SE
remained stable, there were many changes. Someciagehave ceased
providing SE and new ones entered the field bustate of activity was very
small. Of all the organizations, 17 employed onhe @r two people in SE.
The organization with the highest number employedE was one which
supported people with mental health problems. Mbthe organizations were
sheltered workshops providing employment for peopig¢h intellectual
disabilities and other marginal groups.

It was concluded that since the introduction of&grammes in 1995,
no more than 100 people had been supported. Cleanges in the
composition of the people being supported changedkedly during the
period 2001-2003. There was a major increase irptbportion of people
with mental illness and a similar decrease in thapprtion of those with
intellectual disabilities being supported. The wrad concept of SE appears to
have been distorted to be used to facilitate enmpéy of people from
different marginalized groups and, in the procgmpple with significant
intellectual disabilites have found themselves rédr with sheltered
employment and day care centres being the mairormgpt{Saloviita and
Pirttimaa, 2007, p. 233).

The situation of SE in Finland is instructive ore tquestion of the
sustainability of efforts to increase the partitipa of people with intellectual
disabilities in the regular labour market. Abidibg the principles of the new
paradigm has been a significant challenge in masinities, and the
experience so starkly revealed in the Finnish sfigdyot unique. It clearly
indicates that there are differing moral, politiesld economic value systems
operating when the question of how best to suppeople with intellectual
disabilities is considered, in contrast to othergimalized groups in a society.
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3.1.5 Ireland

Ireland has also been at the forefront in pilotibgs SE, the first
programme being introduced in the late 1980s whemo&for-profit
organization, St Michael's House, set up the “Optrad” demonstration
project designed to provide job coaches for aduits moderate to severe
intellectual disabilities to support them findinggular entry-level jobs. Soon
after, several other similar programmes were i@tiaby other not-for-profit
organizations, includingt John of God's STEP Enterprises, Sunbeam House's
Dargle Employment Centre and KARE's Employment #isBiureau. At a
conference Disability and Employment - What the Research téls
sponsored by the National Disability Authority, Mm@ick and McRae
(2005) cited the 1996 RISE evaluation study by ltyndcCormack, Pierce
and Kelly into the status of SE in Ireland whiclurid that 388 individuals in
30 agencies were in part-time employment, usingitidé/idual Supported
Employment model, increasing to 449 by 1999. ByX®0adcCormick and
McRae reported that almost all agencies suppogpgwmple with intellectual
disabilities offered supported employment to aisitesome of their service
users.

Earlier evaluations of the “Open Road” initiativd/dlsh, Rafferty and
Lynch, 1992; Walsh, Lynch and deLacey, 1994) shothkedl the participants
not only accessed real jobs for real pay, but asined significant
improvements in their social competence. The pitofect also had a positive
impact on families who came to value their son aughter's new-found
status as a wage earner. Similar positive effeete iound among co-workers
and employers. Walsh, Lynch and delLacey (1994) &ighlighted the
disincentives welfare payments placed on the amotintoney people could
earn under the SE programme.

In its Strategic Plan of 2005-2010, the Irish Asation of Supported
Employment (IASE) cited the EU Horizon Project Canisim Mainstream
Supported Employment Project Research Re(@fi90) which revealed that
of the 405 participants surveyed, only occasionppsrt was required. It also
found that the social benefits of SE were signiftbahigher than the social
costs. Sustainability of the jobs was also the daseamany of the people
surveyed.

In their paper to the conference mentioned aboveCdimick and
McRae (2005) highlighted that many people withllatgéual disabilities who
were working in Dublin supermarkets did not progrégyond entry-level
jobs and did not get opportunities to move ontcsjolb their choice. They
emphasized the need for job development and camggncement through
additional on-the-job training. They also raisea thossibility that low
expectations of employers were placing a ceilingtien potential of people
with intellectual disabilities.

The National Disability Authority (2011) reportdukt, in 2004, Ireland’s
Intellectual Disability Database showed that:

e 36 per cent of adults with intellectual disabilitiare in some
form of work, 29 per cent in sheltered centres sawkn per cent
in an open employment setting.

¢ Only a small minority (one per cent of adults wittellectual
disabilities) in sheltered employment servicescamgsidered to
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be in employment. The remainder were in what inéet
sheltered work, where a normal employment relatiimdoes
not apply, there is no entitlement to a minimum &aand
earnings are nominal.

The report noted that the Intellectual DisabilitatBbase only included
people with mild intellectual disabilities wheresthare using, or considered
in need of, intellectual disability services. A Ingg proportion of those with
mild disabilities who are registered in the database in open employment.
The report also observed that it is likely that #okilts with mild intellectual
disabilities who are not registered on the datalaasdess likely to hold a job
than the population at large.

Kelly, Craig and Kelly (2010) reported that in 20®51 persons with
intellectual disabilities were in some form of Sthereas a group four-fold in
size attended sheltered workshops.

Following IASE lobbying for the introduction of aational SE
programme (see IASE Research Report, 2000), thle Government in 2000
restructured training and employment services &opte with disabilities in
line with its policy of mainstreaming disabilitylated services. Under this
policy the responsibility for vocational trainingnch employment for people
with disabilities in the open labour market wasnsfarred from the
Department of Health and Children to the Departn@nEnterprise, Trade
and Employment. The Department of Health retairiesd responsibility for
rehabilitative training and for Sheltered Occupadio Services. The IASE
Strategic Plan (2005, p. 11) noted that:

Employment and vocational training policies for pleowith disabilities are
now formulated in the Department of Enterprise,derand Employment as
part of the general labour market policy, undedythe move from a medical
attitude to disability to an inclusive economic awgtial view, recognising that
people with disabilities have a contribution to mak the economy.

This is similar to a policy shift that was recenthade in Australia, but
guestions remain as to whether the extension oSthenodel to people with
other impairments, such as those with mental hadifthbilities, has led to
discrimination against people with intellectual atidities who have higher
support needs; the very population for which it weaginally designed.

3.1.6 The Netherlands

In the Netherlands, in addition to special secondahools, there are
two options for students with intellectual disatim within the mainstream
system - the ‘supported learning route’ and thecpcal education’ route.
The former is more appropriate to students who gvéiduate with a diploma,
provided they receive special needs support. Tleevpcational practical
education route is for students with higher supp@éds who would not
gualify for a diploma even with additional support.

The evidence suggests that the placement resuliiseopre-vocational
practical schools are more encouraging, refledi®g per cent placement rate
to open employment, sheltered employment, or coimgqeducation. There is
evidence, however, that insufficient time is deddi® exploring what students
are interested in doing. This conclusion is cossistith research, which has
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shown the direct relationship between a person'svatoon towards work and
satisfactory open employment outcomes (Rose,,&2G05).

The situation for people with intellectual disalids in the Netherlands is
not dissimilar to other countries with a history wElfare provisions for
people with disabilities. Likewise, its extensiveghl and policy framework
establishes an approach that supports active indepe living and access to
employment for this population.

The Netherlands is attempting, as are other highrAre countries, to
rein in burgeoning numbers of people who are ireigtcof unemployment
and disability welfare payments. This policy is imgva negative effect on
open employment opportunities for people with ietetlial disabilities, as
government initiatives to increase the employmemtigipation rate of people
with disabilities tend to target people with lovgempport needs. Despite some
strong attempts to increase numbers of people initdlectual disabilities
accessing SE, sheltered employment appears therqaefoption for this
population for the majority of parents and governtméhis position was
supported by the OSI/EU Monitoring and Advocacy gPamme which
monitors human rights and rule of law issues thhoud Europe:

As much as participation may be the aim of Goveminpmlicy, the reality
falls short. Interviews with experts in the fieldveal a tendency to view
people with intellectual disabilities as more sdite care arrangements than
work arrangements....In addition to employer ignoeaatthe possibilities for
financial support (to employ people with disabd#), protective attitudes of
schools, parents and of people with intellectualabilities themselves also
limit the possibilities for employment. (Open Sdagitnstitute, 2005, p. 84-85)

This 2005 report stated that, of 73,000 people witkellectual
disabilities,:

e 4lper cent were employed in sheltered employment;

* Four per cent were employed in Supported Employrnmetite
open market;

e 21 per cent were at adult day care facilities daingaid
employment duties (See also Open Society InstiR@ée).

Schoonheim and Smits (2009) reported that emplbgéisides towards
hiring people with disabilities in general have obanged. They pointed out
that barriers that prevent people with disabiliteegering the labour market,
such as bureaucracy and effective support for geagith intellectual
disabilities, have not been dealt with. They recanded that in order to
improve employment opportunities for people witkatiilities there is a need
to:

« develop an accurate and complete statistical ds¢ata the
employment position of people with disabilitiessaljgregated
based on the type and severity of disability, ingpert needed,
the support utilized, gender, age, and ethnicitgtiSics to be
updated annually;

« focus on employment opportunities for people wigadilities
in institutions and day care centres; and

* impose a five per cent hiring quota for employerd monitor
employer progress on this employment quota. Whited is
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currently no quota system in the Netherlands, tbeeBment
has urged employers to adopt a voluntary two pet ltieing
target for people with disabilities, but it is ueat if this system
is monitored in any way.

The tradition in the Netherlands, until quite retgnhas been to
support large congregate-care residential centoes pkople with
intellectual disabilities.

3.1.7 New Zealand

New Zealand, a small country with a population ppraximately 4.3
million, has been at the forefront of advocating thee rights of people with
intellectual disabilities. IHC New Zealand is theuatry’s main parent-
initiated, non-governmental organization represgnpeople with intellectual
disabilities and their familiesFollowing its formation in 1949 by parents of
children with intellectual disabilities, one of ifisst actions was to advocate
for the closure of large institutions housing chéld and adults with
intellectual disabilities. The last large instituticlosed in 2006.

The repeal of the 1960 Disabled Persons EmployrReainotion Act
and the adoption of the Minimum Wage AmendmentiA&007 ensured that
people with intellectual disabilities are guaradtebe same employment
rights as other workers, including the payment led minimum wage to
people employed in sheltered workshops, unlessdividlual work has an
exemption. Despite the desire to support inclugingloyment practices for
people with disabilities, the then New Zealand goweent also protected the
continuation of sheltered workshops, as was the casAustralia and most
other countries. The procedures for granting exemgtfrom the minimum
wage requirement in sheltered workshops and thdtireg employment of
disabled persons below this rate continue to béigadly contentious (New
Zealand Human Rights Commission, 2011). IHC Newlateh continues to
promote real employment opportunities while alsmpaigning on behalf of
children with disabilities to have full accessheit local schools.

The New Zealand Disability Strategy, adopted in 20bllowing
widespread consultation with disabled people andir thhepresentative
organizations, sets out a vision of a fully inclessociety that highly values
the lives and continually enhances full participati of persons with
disabilities. The strategy sets out what is regljit® achieve this vision.
People with disabilities will have a meaningful to@rship with the
Government, communities and support agencies, basedespect and
equality. Disabled people will be integrated intorenunity life on their own
terms. Their abilities will be valued, their divitysand interdependence
recognized, and their human rights protetted

Drawing on its Disability Strategy, New Zealand mad valuable
contribution to the negotiation of the CRPD, esakgi through the

° The organization’s original name was “Intellectyaandicapped Children”;
hence the logo IHC which has been retained.

19 See  http://www.odi.govt.nz/resources/publicatioes/-zealand-disability-
strategy.html
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participation of Mr Robert Martin, an internatiolyatespected self-advocate
for people with intellectual disabilities.

Development of Gracelands Group of Services

A partnership between IHC New Zealand and TokansycRiatric
Hospital led to the development in 1990 of the Meafutu Gracelands Trust
to support patients moving out into the commurnitge Graceland Group of
Services has expanded its services across New rdeadapporting people
with disabilities (including intellectual disabitis) in inclusive employment
opportunities and helping them to live independeotisemi-independently.

Box 3.1. Wendy Patton’s story

Wendy Paton’s story is an example of the contribution Gracelands is making to the lives
of people with intellectual disabilities:

“We love having her here, and she’s an asset to the company”. So says Davies Foods
sales administrator Nita Tyson when she’s talking about Wendy Patton, a long-term
employee of the company and someone who has become very much part of the staff.
She began working for the company in 1995 and is still there.

Wendy, who has an intellectual impairment and almost no verbal communication was
one of the founding members of Gracelands Trust when it first began.

Paul Davies, the managing director says, “she works very well unsupervised, and she’s
happy to point out to new staff when things are not going right. Since she joined us she
has become very much a changed person”.

Field and Macky, 2010, p. 40.

Association for Supported Employment, New Zealand

In the early 1990s a small group of people who beeh pioneering SE
in New Zealand set up the Association for Suppoiigaployment New
Zealand (ASENZ). As noted in Section 2.3 above, N&HmHas developed and
refined a set of principles of SE which are uniadlysapplicable. These are
now accepted as the core principles and are ceatedll aspects of SE in New
Zealand.

The Association has given significant attention t@ining and
development for people who work in SE. To date, N&saland has not
developed a significant research profile in SE.sTtlata on SE outcomes are
unavailable. However, ASENZ has a considerable b association and
individual members, indicating that SE is seen byegnment and service
providers as a strongly viable employment option.

3.1.8 United Kingdom

Supported Employment had its early beginnings enUited Kingdom
(UK) around 1985, about the same time as pilot renognes were being
sponsored in Australia and Ireland (Beyer et &899). The term ‘supported
employment’ in the UK at that time was used by th€ Government's
Employment Service, responsible for vocational bdhation of people with
disabilities, to describe sheltered workshops amhge subsidy scheme that
operates largely without job coach support. Thisiigilar to the way the
terminology is currently used in Australia.
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Three important UK Government initiatives provideseful framework
in which to examine the penetration of SE in imjgmgvthe life quality of
people with intellectual disabilities. The firsttise Disability Discrimination
Act (UKDDA), which was passed in 1995. The UKDDAfides a person
with a disability as someone who has a physicahental impairment that has
a substantial and long-term adverse effect on hiseo ability to carry out
normal day-to-day activities. The Act seeks to prewvdiscrimination on the
grounds of disability in employment and other areas

The second important initiative was the release2@®®1 of Valuing
people: A New Strategy for Learning Disability fitve 22" Century which
identified significant difficulties in the coorditian and delivery of services to
people with intellectual disabilities in the UK (partment of Health, 2001).
This was a major landmark policy event in the UKeing the first
Government White Paper in 30 years dedicated t@lpewith intellectual
disabilities. WhileValuing Peoplehas been seen as an important government
statement to assist in changing community and gowent attitudes and
supports people with intellectual disabilities, téai Emerson and Lobb
(2005) have pointed out that the policy includesspecific objectives that
will assist in evaluating its success.

In recognition of the slow progress being madecimeving objectives in
employment for people with intellectual disabil#jehe UK Government has
recently released/aluing Employment Now Real Jobs for People with
Learning Disabilities(Department of Health, 2009). This strategy setsaou
ambitious goal to radically increase the numbepebple with intellectual
disabilities in employment by 2025. The strategyl ¥dcus on people with
moderate and severe intellectual disabilities, beedhey have benefited least
from previous initiatives. The strategy specifipattby ‘work’ it means real
jobs in the open labour market that are paid thevailing wage, or self-
employment. The vignette of Ms Jacqueline Minchiwark opportunities is
an example of what the mission\éaluing Employment Noaims to achieve
(Box 3.2).
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Box 3.2. Pathway to a fulfilling job: Ms Jacqueline Minchin

The pathway Jacqueline Minchin followed through education led her to the job she holds
today. From an early age, she combined attendance at a special school with
mainstream education, and soon graduated to full time mainstream primary education,
going on to mainstream secondary school and a further education college. Her
mainstream educational experience provided her the opportunity to mix with other
pupils, learn social skills and gain in confidence and independence.

Jacqueline has worked part-time as a clerical assistant at Penglais secondary school in
Aberystwyth (UK) for the past ten years. Her regular daily work includes mail duties,
such as opening envelopes, date-stamping letters, putting mail in respective pigeon
holes and delivering messages throughout the school, including to the head teacher and
sometimes to teachers in their classrooms. Her supervisor tells her about particular
things that need to be done each day, in addition to her usual tasks. She often has to
address envelopes, looking up addresses on the computer. Her favourite time of the day
is when she goes to work in the canteen. She has great fun with her co-workers there,
and socializes with them outside of work hours. She is in charge of preparing takeaway
orders, takes payment for these and gives change.

She enjoys her work immensely and loves chatting about football and other events with
her friends on the staff. She has her own work section and keeps it clean and tidy. One
of her colleagues says that the work Jacqueline does is highly valued and helps the
school to operate smoothly.

In hindsight, it is easier to identify what it took for Jacqueline to get her job. What
made the difference were her parents’ expectations, combined with a good careers
service and support from REMPLOY which was instrumental in finding an employer
with a positive attitude. Her cheerful personality, willingness to learn and accept
instructions were central to her keeping her job, supported by mentoring,
understanding and a positive attitude on the part of her employer.

Derived from ILO, 2010a.

Given the poor economic climate prevailing at iheetit was developed,
the strategy suggests there will be little oppdtjuor new investment.
Hence, it aspires to focus on more effective useexibting resources,
including education, adult learning and employnsrport. Local authorities
that have a major responsibility for service delvevill be encouraged to
refocus their current expenditure on adult dayises/onto SE.

REMPLOQY, the leading UK provider of specialist emyphent services
for people facing complex barriers to employmetiters a combination of
supports to placement in mainstream employment galevith work
opportunities in businesses which it runs in défdr parts of the country,
catering solely to persons with disabilities. Fallog a review of its future
business options in 2006, to enable it to suppatendisabled people into
open employment in a cost effective manner, REMPL¥ taken steps to
expand its network of tailored employment suppervises (‘Interwork’) and
aims to support 20,000 people into mainstream eynmot annually by
2012/13, including people working at the REMPLOY simesses. While
people with intellectual disabilities (called ‘l@émg disabilities’ in the UK)
are acknowledged to have high support requiremartitsn it comes to
mainstream employment, Interwork reports consideraguccess in its
placement rates for job-seekers with this type dfaldlity (see:
http:/imwww.remploy.co.uk; Price Waterhouse Coop20§6).
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3.1.9 Other European Countries

Across the other European countries which have beanitored, only a
relatively small number of students with intellegtudisabilities are in
mainstream schools; the majority are in speciabslsh and many are totally
excluded from education. The quality of educationtle special school
settings has been found to be variable, with ingefit attention being given
to the social skills necessary to live in the comityu At the transition level
from school to post-school options, there waseligvidence of adequate
planning and or opportunities for preparation forpdoyment; nor were there
opportunities for access to on-going adult eduoapoogrammes, with the
exception of Sweden, which is noted for its lifedormdult education
programmes for people with intellectual disabititie

The unemployment rate for people with intellectuhsabilities in
Eastern European countries was found to approacbsall00 per cent (Open
Society, 2006). The vast majority who do work aomrfd in sheltered
workshops, and those with high support needs anerghy directed to day
activity centres. However, there was evidence ténapts to increase the
participation of people with intellectual disabdi# in SE. In a comparative
study of Supported Employment in ten countries afdpe, undertaken in
2006-2007, it was found that over a third of usarSE services (35.3 per
cent) were people with intellectual disabilitiesr@lan de Urries, Beyer and
Verdugo, 2007).

The European Union of Supported Employment (EU&EB)ablished in
1993 and now with 19 national associations for ISE driving force in the
endeavour to increase employment opportunities tfigir clients. EUSE
conducts regular conferences and training workshap®ss Europe. It
recently received support from the European Unienrardo Partnership to
develop a European Supported Employment Toolkittvihwas completed in
mid-2010. This toolkit consists of a range of positpapers and ‘How To’
guides, and has been designed to increase the édgeviand skills of
professionals responsible for the delivery of SufggbEmployment services.
The toolkit is primarily aimed at service providei use in their staff
development programmes. (Séép://www.euse.org/supported-employment-
toolkit-2/EUSE%20To0lkit%202010.pdf/view).

In a comparative study of the situation of SE inrdpe, Beyer et al
(2010b) found that organizations offering SE wdse involved in vocational
training and sheltered work programmes. A significaumber had only
commenced offering SE in the last five years. Tieysfound that there was
a significant variation in the provision of key mlents of SE, particularly
workplace support, possibly compromising peopléwitellectual disabilities
who require on-going support from either from jalaches or co-workers.
The study also found that the funding for SE wagife and that variations in
the way the model was being implemented may haseaddantaged those
with higher support needs.

O’Brien and Dempsey (2004) suggested that, whilgasdirms and
social enterprises had gained momentum throughordgde as alternatives to
traditional sheltered workshops, there was debattahow social firms
differed from sheltered forms of employment. In 200the Finnish
Government introduced legislation on social firmasdistinguish them from
other companies. Before the legislation was intceduthere were up to 20
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companies claiming to be social firms. Subsequerthé legislation being
enacted, only one organization had registered sacel firm. O'Brien and
Dempsey (2004, p. 130) commented that, “suppodetie model believe it
is a viable alternative to more traditional modéiswever, critics see it as a
way to re-badge sheltered workshops without readigiressing the concerns
of segregation and low wages.” While this commeraswnade in the
European context, it is relevant to other countaiss.

In order to increase the expansion of those goodiefsdhat do exist, the
reports highlighted the need for governmental antbfean support, if they
are to become the rule rather than the exceptionndrease the replication of
good models at the national and international Eewelll require strong
government support. A severe impediment to the Idpweent of strong
policy in this area is the limited availability data, as noted above by Beyer
and Robinson (2009), particularly data disaggrebdig individual type of
disability. This has posed a barrier in analysimg actual situation for people
with intellectual disabilities.

3.1.10 Examples from Asia
Singapore

Singapore is a small island state with a populatibabout four million.
Educational and employment services for the mgajodf people with
intellectual disabilities are provided by two largeluntary agencies: the
Association for Persons with Special Needs (APS#jch conducts schools
and employment services for those with ‘mild’ ifgetual disabilities; and the
Movement for the Intellectually Disabled of SingepoMINDS), which
conducts schools, employment services, day actiytggrammes and
residential living for those in the ‘moderate’ tsevere’ range. Both
organizations conduct traditional sheltered workshcand programmes
known as ‘social enterprises’.

The Singapore Government encourages all disabitganizations
providing employment services to conduct commuhb#ged programmes. To
this end, both APSN and MINDS have made effortthimlast five years to
place people in competitive, open employment. ésndase of APSN a special
programme is being conducted at one of its semilooals to assist students in
making the transition from school directly into gp@vork in the community, a
feature of which is extended work experience pla@s) In the case of
MINDS, the open employment programme is an adjuocthe sheltered
workshop programme. People are selected to makerahsition from the
segregated setting to community-based jobs ondhkes lof their interests and
performance in the sheltered environment.

Examples of social enterprises in Singapore am@ avash ‘crew’ which
works in a regular community setting, and a ‘thsffiop’ that sells recycled
clothing. In neither case, though, do employeesivecwages generated by
the business but are paid instead by the welfaganmation. While in some
cases, these enterprises are located in regulanaoaity settings, they tend to
project a welfare impression, rather than a regedanmercial image.
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Japan

In 1966, Japan adopted a voluntary employment gpoliay to benefit
workers with disabilities. Since 1976, under ameedis to the Law for
Employment Promotion for Persons with Disabilitidee quota is now a legal
obligation, initially relating to persons with pligal disabilities only. In 1998,
amendments to the Law extended its provisions tupleewith intellectual
disabilities. Some companies meet their quota abbg through subsidiary
companies set up to employ persons with disaksliviely. Two hundred and
forty two such companies existed, employing 7,786spns with disabilities.
Over 40 per cent of these employees were personk imiellectual
disabilities. Subsidiary companies, while incregsthe number of people
with intellectual disabilities in employment, dotnconform to the goal of
inclusion in regular company operations, which gowgent policy aims to
promote (Matsui, 2008).

The Japan Association for the Employment of theeBydand Persons
with Disabilities (JEED) plays a major role in ireptenting the nation’s
policies for people with disabilities. JEED hasoataken a leadership role
among Asian countries in the field of vocationdiakilitation for people with
disabilities. As part of its role, JEED conductsaarch into employment
support methods for various disability groups, uklchg those with
intellectual and other developmental disabilities.

Through its network of Local Vocational Centres fBersons with
Disabilities, JEED provides support to people wiitellectual disabilities in
work experience and job coaching in order to fet# a smooth transition to
work opportunities. JEED also provides extensivgopsut services to
employers, including general information, counsgllservices, employment
management support and technical advice.

The Japan International Cooperation Agency (JICA9 heen active in
assisting the development of SE and the trainingplofcoaches in the Asia-
Pacific region.

The job coach model in Japan

Job coach positions and their training are supdobye the Japanese
Government. The processes followed by the job wemchre essentially
similar to the model established in the US, inwadviassessment of the
individual with a disability and of the workplaceiatching the person to a
job; intensive support at the workplace, phasedasuthe person learns the
job; and intermittent follow-up support.

As in other high-income countries, the decline ianofacturing jobs in
Japan, once a popular area for job placementankast a shift to supporting
people with intellectual disabilities in the dibition and service industries.

A recent study by Ishii and Yaeda (2010) exploreld gevelopment
activities for people with intellectual disabiliién Japan. They surveyed 941
companies concerning the type of tasks performepewmple with intellectual
disabilities and the type of job development atiBegi related to the tasks
performed. Almost 60 per cent of the companies wisponded did not
employ people with intellectual disabilities. Ofoe who did, the most
common task was “cleaning up the office and worggla Other tasks

39



included clerical, custodial work, and manufactgrauties. Companies who
employed people with intellectual disabilities ugeld development activities
significantly more frequently than those who didt.ndob development
activities included:

e assisting and enhancing work performance througluge of
assistive technology;

« simplifying the work procedure and modifying worgugpment
for better efficiency; and

e creating new job placement opportunities througdh jo
restructuring methods.

The following commentary on the characteristics unesl when
recruiting people to work as job coaches is aldevest to other countries
(Box 3.3).

Box 3.3. Upgrading the job coach position — Challenges

At present, in the case of the Nakamachidai Center on Developmental Disabilities, people
working as job coaches are mostly those who majored in psychology, welfare or
education at university and are interested in social welfare. However, to improve the
system of job coaching, the key point is to train people who know more about business
and have a good business sense, in addition to the ability to understand the
characteristics of people with disabilities... the training program needs to focus on
practical know-how in their actual work... in order to get more competent job coaches...
make it an attractive job in terms of wages and establish it as a qualified occupation.

See: http://www.disabilityworld.org/06-08_02/employment/coaches.shtml

3.2 Middle-income countries

3.2.1 Example from Asia
Malaysia

In July 2008, the Malaysian Government passed Rleesons with
Disabilities Act,marking a shift from the former charity model taights-
based approach for people with disabilities in Msila. This Act stresses the
importance of accessibility, equal opportunitiesl @notection and assistance
from the government, private sector and NGOs tairenthe full participation
of disabled people in society. The National Coluror Persons with
Disabilities was subsequently established and dohkit Action Plan for
Disabled Persons 2007-12 was developed.

Employment initiatives

The Ministry of Women, Family and Community Develognt is taking
tentative steps towards implementing inclusive @wplent for people with
intellectual disabilities, with support from JICAraining programmes on the
Job Coaching model have been conducted for NGOsGB® groups. A
Malaysia Job Coaching web site has recently beert 8@
(http://www.jobcoachmalaysia.com/).

The Joy Workshop in Melaka was founded in 1999 nprove the
quality of life of persons with learning disab#$ through integration into
society through employment opportunities and enddncommunity living
skills. Its INTOWORK programme supports the traiositof workers from
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the sheltered workshop environment into SE. Ingipingfor this initiative was
the work of the late Marc Gold and his “Try Anothéfay” approach to
training people with intellectual disabilities. Ttapproach starts from the
underlying conviction that everyone can learnnitalves a planning process
with the individuals with disabilities, their farigs and employers; proposed
job matches, based on the requirements of jobsiradididuals; actual job
match based on job analysis; commencement of watk,on-site assistance,
fading and transfer; and on-going support wheredegde(adapted from
Warner, 2010).

Supported by the Australia-Malaysia Institute, @entre for Disability
Studies of the University of Sydney and the UniiteiSains Malaysia in
Penang collaborated in conducting a pilot trainprggramme in 2010 for
support staff working in disability employment armbmmunity living
facilities in Malaysia. Further trials of this pmagnme are planned for
delivery in other sites in Malaysia, using theiftrehe-trainer’ model to meet
the need for skilled staff to achieve the goalSBfand the wider aims of the
country’s Action Plan for Disabled Persons.

3.2.2 Example from South America
Centro Ann Sullivan del Peru (CASP)

This organization was inaugurated in 1979 by Diabid Mayo with the
help of her parents and colleagues, teaching aiphtiren with different
abilities in the garage of her parents' home latatehe district of La Punta,
Callao, Peru. Since 1985, Dr Judith M. LeBlanc,nfrethe Schiefelbusch
Institute for Research in Life Span Studies oflttméversity of Kansas, joined
the CASP as principal consultant. With Dr LeBlansjsecialist education
input, CASP has turned into an international manitre where a series of
unique teaching procedures have been developednvmd is known as the
Functional-Natural Curriculum.(See:__http://en.ardlidanperu.org/student-
and-family-programs/supported -employment/index)php

The CASP SE programme is aimed at youths and aditlisdifferent
abilities (such as autism, Down syndrome, cerepaddy or developmental
delay) of 16 or more years of age, who have thiésdki be included full-time
or part-time paid work in a real workplace.

For example, student workers of the SE programiasgesl working at
the Ministry of Health (MINSA) in February, 2011a3ks such as putting
codes on documents, filing and other clerical dutiave been assigned to
them. They have become the first young people different abilities who
work for public institutions in Peru.

An agreement reached between CASP and MINSA in l§&ct@010
made possible this important hiring. It is paragdlan for promoting inclusion
for people with different abilities into the Minigt of Health, a policy the
present administration strongly supports.

The CASP SE programme follows the principles fsiablished by
researchers in the US, including job coaches argbamy support in real jobs
in the community. (Seen.annsullivanperu.org/student-and-family-
programs/supported-employment/)
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3.3 Low-income countries - Examples from Africa

There is a dearth of examples of SE in Africa feople with disabilities
in general, and those with intellectual disabiitim particular. This is not
surprising, given the degree to which this sectibthe community has been
discriminated against for a variety of complex mras a major factor being
general community negative attitudes toward thiputation (Mung’omba,
2008). Even in countries where SE has been an emplat option for several
decades, the take-up has been difficult. One of@éheons for this is the lack
of government initiatives to ensure the long-termstainability of
programmes for people with high support needs, ittetie cost benefits that
can be achieved. There also remains a tension éetthe welfare and human
rights approaches to support for people with digss. Yet examples like
that of Mr Benyam Fikru from Ethiopia, reflect tvalue of taking action
(Box 3.4).

Box 3.4 Voices of people with intellectual disabilities: Mr Benyam Fikru

| was born in 1973, the eldest child in my family. | used to have a fever constantly, so
mom took me to the hospital and one day the nurse told my mom that | have an
intellectual disability. | started going to this school at the age of seven. | learned many
things at school and my mom was very happy, because | started to read magazines and
newspapers at home. | am known in the compound for dancing and music and also |
have good interaction with my family, relatives and neighbours. ... | graduated in
weaving at the ENAID Vocational Training Centre. At this time, | worked and produced
cultural cloth. Work made me independent like other people. | feel so confident myself
that | would be able to work and live my life like any other man.

ILO, 2010a.

3.3.1 Examples from South Africa

The following two examples from South Africa andedrom Zambia are
illustrative of the existing potential for more \espread application of the SE
principles.

The Living Link

This non-profit organization, founded in 2000 irhdonesburg, South
Africa, supports the inclusion of people with ifeetual disabilities in society
and facilitates their transition from school to Wao independent living.
Students at the Living Link complete an Adult Intgon Programme aimed
at integrating them into society and into the comityu The programme is
life-skills based and focuses on practical comptmen daily living that are
essential. After students have graduated from tbhgramme, the Living Link
assists in placing their members in suitable pms#tiin the open labour
market using a SE approach. Adults are placed idinary working
environments, doing regular work where salariestaamkfits are realistic and
reflect work performance. Supports are providedthie employers and
employers, in a mutually beneficially way. Theldaling services are
provided:

« job market screening;
e job site observations;
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e job sampling;

e recommendations on job restructuring;

« database of prospective employees with intellectual
impairments;

e job matching and placement;

e job coaching/on-site training and support; and

« employer and co-worker sensitization and training.

Traditionally, graduates are placed into entry-lepesitions that are
fairly repetitive and provide a certain degreetaicture. Graduates have been
placed in a variety of work environments includitgspitals, offices,
warehouses, factories, schools, gardens/outdooiroamvents, hotels and
kitchens. (See: http://www.thelivinglink.co.za/incletml).

The Ntiro Project for Supported and Inclusive Employment

The Ntiro Project for Supported and Inclusive Erngpient, founded in
2000 in the Tschwane South District of the Guatemyince of South Africa,
targets the multiple barriers that people withllatgdual disabilities face in the
areas of education and work. It seeks to addresshalistic way the many
overlapping grounds of exclusion, from poverty alisease to problems of
language and curriculum relevance.

Of particular significance is the Ntiro Project'mghasis on changing
attitudes and building integrated community-basegpsert. It gives strong
focus to providing information and skills to distriofficials, NGOs and
community organizations, and to building partnggshamong them. The
inclusive model has proved extremely successfulirsg to progressively
replace older segregationist models throughoutdtbieict. The project gives
concrete expression to the new vision of inclugdecation in South Africa
and to the call for more inter-sectoral approaches.

Mr Jack Mnisi’'s story illustrates the outcomes flieswhen using the
principles of SE (Box 3.5).
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Box 3.5. Mr Jack Mnisi - A working man

Jack Mnisi is a 24-year-old man with Down syndrome living in Mamelodi, in Gauteng,
South Africa He works in the Assembling Department at IST, an engineering company in
the eastern suburbs of the city of Pretoria/Tshwane and is responsible for assembling
electrical test connectors.

Jack is fully employed, earning a high salary (even higher than his job coach and
certainly higher than the rest of his family members). Added to his salary are benefits
such as medical aid, pension, daily meals, and so forth.

When Jack started working there, his job coach travelled with him daily in order to make
sure that Jack got to work on time, took the correct public transport, and so on. It wasn’t
long before a natural support popped up in the form of a co-worker who started assisting
Jack in travelling to and from work. Today Jack travels independently or hitches a ride
with some of his colleagues.

At work, his job coach initially had to spend a lot of time to settle Jack into the routine of
the company. It didn’t, however, take long for the co-workers to volunteer when he was in
need of assistance. As communication in Jack’s mother tongue is vital, the company
recently employed a direct supervisor working with Jack. Jack participates in all the
activities, meetings and brainstorming sessions of the department. To accommodate him
in his work they use colour-coded cards and safe mechanical equipment. When IST
decided to comply with Employment Equity and employ a person with a disability, they
were unsure of the screening and interviewing process. Using a placement agency such
as Ntiro helped to get the right candidate for the specific job. The employer says that it
made good business sense to hire Jack and that the company never looked back.

See: http://www.downsyndrome.org.za/main.aspx?artid=81

3.3.2 Example from Zambia

The concept of Supported Employment for people wiitellectual
disabilities has been introduced in Zambia throagproject funded by the
Government of Finland. Implemented by the Finnislssdciation on
Intellectual and Developmental Disabilities (FAIQD) association with the
Zambia Association on Employment for Persons witkabilities (ZAEPD),
the project focused on examining the relative bieneff an SE model in
formal and informal economies, small business westand self-employment
(Koistinen, 2008). Building on a previous projebtiat had supported the
development of thirteen special vocational trainimgits for people with
intellectual disabilities in mainstream vocatiotraining colleges, this project
targeted graduates from these special units.

Through this project, which ended in 2005, morenthla hundred
graduates were placed in employment either in tvendl economy (as
kitchen assistants, agricultural workers, officdesties, cleaners, tailors and
weavers) and in the informal economy (as housemgatsleners and poultry
workers) which absorbs up to 70 per cent of the tdamlabour force.

Workers who are working in the formal economy amditied to
pensions, gratuity or social security, or paid &avhese entitlements are not
available to workers in the informal sector, howewshere there is little
protection for working conditions, including wages.

On a number of indices, including social integnatend wages, much
better outcomes were reported for employees infdhmal economy, while
there was some evidence of maltreatment of empsoyeethe informal
economy, especially females employed as housemaids. maltreatment
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sometimes took the form of withholding wages fomari transgressions of
dubious validity.

This project is an excellent example of collabamatbetween a high-
income country with experience in SE policies amdcpces, and a low-
income country. The issue remaining to be addredsedever, is how to
ensure the sustainability of such initiatives, egdy job retention, when the
foreign aid programme concludes. This issue isudised in Section 4; a
major recommendation being that there is a needhi@rdevelopment of a
national strategic plan endorsed by governmentsampgorted by on-going
technical assistance from high income countrie® @towth of strong self-
advocacy and family-advocacy systems is also druméaa catalyst for
bringing about systems change.

3.4 What makes for successful inclusive employment?

The focus of the research studies from Australiana@a, the United
States and the European Union summarized here des dn factors which
have facilitated the growth and sustainability lo¢ tSupported Employment
model of inclusive employment. As the ‘home’ of tB& model, it is not
surprising that the bulk of research studies has amanated from research
centres in the US.

These research studies have identified a numbfictdrs that influence
the impact of SE and characteristics of SE programmuhich have led to
successful outcomes. These are outlined below.

3.4.1 Barriers to participation

In respect to those people with high support nedusy prospects for
employment are hampered by a range of factors #nat not directly
attributable to their impairments. Stainton et(2006) pointed out that factors
such as disincentives to employment arising froroome and disability
support programmes, lack of information about jekilability, inadequate
training and comparatively low education levelscklaof accessible
transportation, and employer discrimination werenitiitions to being
recruited into SE programmes.

In countries which have implemented a quota systerthe employment
of employees with disabilities, employers will aftdeclare that they have not
reached the quota and elect to pay a fine for monptiance. This money is
then used to support sheltered or “special” empkaym

3.4.2 Preparedness of individuals with disabilities

Riches and Green (2003) found that people with bilisas were
generally well accepted by supervisors and co-wsrkan integrated
employment settings. However, such acceptance wasngent on people
with disabilities ‘blending in’ or ‘fitting in’ andnot drawing attention to
themselves — that is, having acceptable socidkskil

As people with intellectual disabilities experieradigitional physical and
mental health problems to those of the general latipn, research has shown
that regular health checks prevent more seriouslgmts occurring (Beange et
al., 1999). As the prevalence of mental health lgrok for people with

45



intellectual disabilities can be as high as 40 genmt, it is imperative that
mental health screening be conducted so that teagéring specific support
can be identified (Einfeld et aR006; Hofer et al., 2009). As indicated above,
inappropriate social and emotional behaviours aam Isignificant barrier to
successful employment outcomes.

O’Brien and Dempsey (2004), in their comparativealgsis of
employment services for people with intellectuasadiilities in Australia,
Finland and Sweden, emphasized the necessity taratidn and training as a
key factor in improving the participation of peopleith intellectual
disabilities in the general labour force.

Koistinen (2008) in her study of the SE projectZaimbia, emphasized
the central importance of vocational training irpegpriate marketable skills
and recommended that a market analysis should dertaken to identify the
precise skills a potential job-seeker needs whematmnal training
programmes are being designed. Independent lividgsacial skills were also
found to be important to successful employmentautes.

3.4.3 Individualized financial support

Allocating financial support to the individual immjunction with person-
centred planning (see below) provides the persah widisability greater
opportunity to exercise self-determination and dae of choice (O’Brien et
al.. 2005; Stainton et al., 2006). Canada has bedmedbtefront in adopting
an individualized funding approach through whichvggmment financial
support is directed to the individual rather thaah agency.

3.4.4 School to work transition initiatives

The acquisition of job-related skills is a procesgsch should begin long
before a student with intellectual disabilitiesvesa school. Research in the
area of transition from school to work and aduliniy has a long history,
reaching back to the early 1970s (Parmenter, 1B880). For instance, Brolin
(1972) studied the effects of a school curriculurhicl facilitated the
subsequent employment of people with intellectuiskldlities, including
programmes such as work study or work experiencalefade later, the
emphasis swung to people with much higher cogngiygport needs, leading
to the first SE initiatives for this population. Rawski et al. (2006) provide a
description of Project SEARCH, of which a large @ament is work
experience. Thémericans with Disabilities Aabf 1990 (ADA) supported
these initiatives in the US by targeting discrintiv& practices in the
workforce.
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Box 3.6. Proven transition practices

The following secondary school transition practiaes associated with student
greater retention and success while in high scherad, better employment an
education outcomes after leaving school:

1. direct, individualized tutoring and support t@nplete homework
assignments, attend class, and stay focused oplscho

2. participation in vocational education classesrduthe last two years of
high school, especially classes that offer occopatly specific
instruction;

3. participation in paid work experience in the coumity during the last two
years of high school;

4.dompetence in functional academic (e.g., readimath, writing, problem
solving) and transition (e.g., money managememnsgral/social, caree
awareness, self-advocacy, goal setting) skills;

5. participation in a transition planning processichi promotes self-
determination;

6. direct assistance to understand and connectrestturces related to post
school goals (e.g., four-year colleges or univiesjtcommunity colleges
vocational rehabilitation); and 7. Graduation frbigh school.

Benz and Lindstrom, 1999.

o0

One of the keys to a successful transition proteder the secondary
school to implement a transition policy, an ingesdiof which should be the
development of individual transition plans (ITPsj éach student early in the
secondary school years. Gradually, inter-agencglugment of agencies such
as employment providers and post-school educationigers need to be
involved in the planning. Towards the end of schapl part-time work
experience has been shown to be a factor predilgtiegemployment success
(Parmenter, 1986, 1990; Parmenter and Fraser, B@&0nenter and Knox,
1991).

In a pilot programme initiated in the state of NSauth Wales in 1989,
the development of inter-agency and community tegmsved to be
successful mechanisms in facilitating the smoadindition of students with
disabilities to further study and work (Riches, @p%imilar initiatives have
been implemented in many countries, but withoutlearclegislative and
policy mandate many initiatives are left to indivéds, with subsequent loss of
focus once those people move on to other respditieii

Luecking and Wittenburg (2009), in their reportioé US Department of
Social Security Administration, Youth Transition ienstration provided an
overview of excellent case examples of the intetieencomponents of this
initiative. These examples illustrated *“...the pot&intfor youth with
disabilities to leverage project services and mot@employment” (p. 241).

3.4.5 Characteristics of successful programmes
Values base

Programmes in which all the stakeholders, includigmvernment,
employers, service providers and families, wererodted to the principle of
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equity for people with intellectual disabilitiedi¢o successful and sustainable
integrated employment outcomes (Mills, 2006; Wehmiaal., 2006).

Programme size

Research in the US has paid particular attentionfatiors which
facilitate the growth of SE programmes, in an dfforcorrect the imbalance
with facility-based models of employment. Progransiee appears to play a
role in the type and range of day and/or employnsenvices offered. In a
national survey of rehabilitation agencies, Kiern@imore and Butterworth
(1997) reported that smaller agencies, providingpsu to 50 people or
fewer, were found to be more likely to provide grEed employment
exclusively than larger organizations. In the cuoirrglobalized climate of
business amalgamations, based on the principlearfoenies of scale, the loss
of a personalized service militates against thevelsl of effective outcomes
for individual beneficiaries.

Support needs assessment

A comprehensive support needs assessment of thsorpewith
intellectual disabilities has been shown to be irtgodg, not only for the
purposes of employment, but also for other lifeiviteds, including
community living and leisure activities (Riches at, 2009a, 2009b;
Thompson, et al., 2004). It has been shown thakwannot be dealt with in
isolation from other life activities (Halpern, ek,al986). In terms of the
sustainability of integrated employment, thereusravhelming evidence that
people with intellectual disabilities tend to log#s, not because of their
inability to perform the job tasks, but becausenefative social behaviours
(Chadsey et al., 1999; Knox and Parmenter, 1993).

A field-based study which examined the relationshyetween general
community living skills and the degree of communitydependence in
working and living domains of adults with intellaat disabilities found that
people who displayed higher levels of basic livikgls generally worked and
lived more independently. These findings suppod ithclusion of specific
training in basic living skills in school curricuthuring the transitional school
years of a student with intellectual disabiliti®gdolf et al., 2010).

On the other hand, Chadsey et al. (1997) warnedhstgéoo much
emphasis being placed on a ‘deficit-remedial mgaather than emphasizing
the congruence or ‘ecological fit' between the parsand his/her
environment. It may be more efficacious to find thght environment, rather
than changing a particular social behaviour. Thiggiple is especially
relevant for people with intellectual disabilitiasd high support needs.

Person-centred planning

Person-centred planning puts the person with teabdity at the centre
of the decision-making processes, taking into astthe person’s wishes and
desires (Coyle and Moloney, 1999; Wiese and Pamner2009). In the
employment area, strong motivation on the parthef person seeking a job
has been shown to be a significant predictor aftsfactory outcome. Whilst
more work remains to be done on assessing the ingfaperson-centred
planning on client outcomes and satisfaction, mete#o date has shown
promising results (Robertson, et al., 2006). Inghet SE project in Zambia,
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Koistinen (2008) found, that good job matches waezle when job-seekers
preferences and needs were recognized, leadingjtier bong-term outcomes.

On-job support

The ‘place, train and support’ model for SE usuaiolves job coaches
working with the potential employee to identify énésts and skills. This is
followed by job seeking, matching and placemeni €mployer might also
be encouraged to make adaptations (i.e. accommodatio a specific job in
order to match it with the abilities and skills tfe employee with an
intellectual disability. In many cases the job doagight learn to do the job
first, in order to subsequently teach the employihk the disability. In other
circumstances, the employer might prefer for a largstaff member to teach
the skill. This person may subsequently becomeentor’ to the person with
the disability.

In Zambia, availability of support programmes fob jplacements was a
crucial element for success not only in obtaining diso keeping jobs. It was
not sufficient to rely solely on vocational traigiprogrammes to place people
in employment.

Irrespective of who does the initial training, rasdn is consistently
showing that on-going natural or informal, suppate leading to greater
sustainability of the job placements than extefoatial supports. In practical
terms this means that job coaches need to gradwitthglraw their support,
but at the same time ensuring there are networksinnihe workplace that
will provide support to the employee when requifédr example, they could
identify someone in the workplace who is preparedbe a “mentor” to the
employee with a disability. However, while natusapports are proving to be
a promising method of increasing the integratiod anpport of people with
intellectual disabilities in the workplace, Storé¥003) concluded that a
combination of job coaching and natural supporty & needed, tailored to
individual circumstances and needs.

The frequent presence of a job coach can alsodaereer to the person’s
opportunities to develop relationships, both forraad informal, with co-
workers without a disability (Rogan, et al., 200@)some circumstances, the
job coach may concentrate on assisting with joateel skills, such as social
behaviours, in settings outside of the place ofkwdtowever, research is
equivocal on the practice of social skills trainingtside the work place,
because people may not generalize the skills toalaral environment- they
may need the cues that the natural environmentsofiécCuller et al. (2002)
concluded that a combination of training environteemay lead to better
outcomes.

In their study of four major SE organizations ire tdS, Rogan et al.
(2002) found several factors that can be put fodwas ‘best practice’ in
human supports. These were:

* individuals should be able to choose the kind bftfeey enter;

« work should allow individuals to obtain independefiom paid
support, such as reliance on job coaches;

* support should be tailored to each person’s needs;

» ‘getting to know the person well’ is the key to sessful
workplace support;
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« the possibility that a person may not be readyvark should be
accepted when appropriate; and

e existing contacts and other natural supports shioelldsed as
inroads into the workplace.

Another role for the job coach is as support toili@swho may initially
have negative attitudes to their son/daughter warkin a regular work
environment, because of fears that they may banidd. Parents of children
with a disability are frequently over-protectiveorFothers, cultural factors
may encourage them to persist in hiding their chiith a disability because
of negative community prejudices (Mung’omba, 2008).

Links to parents

Griffin et al. (2008) and Lindstrom et al. (200T)essed the importance
of families’ attitudes toward their adult childrentapabilities as being a
critical determinant in their support for communritgsed employment
options. Since the first point of contact in theghostic process is the
medical and allied health professions, limited expgons are often
entrenched in the child’s early years.

Lack of career choice was highlighted in a studytitudes of parents
and primary caregivers of people with high suppeds towards SE (Ford
et al., 1995). This study also emphasized the faegreater communication
between the service providers and families. Donellyal. (2010) have
shown the importance of family networks to the parsvith intellectual
disabilities achieving satisfactory employment oates. Koistinen (2008)
concluded that parental support was important, ghoaften lacking in
Zambia, especially at the vocational training, ggeking and placement
levels.

Benchmarking quality

In order to abide by the original SE model, comratmt are
increasingly calling for effective benchmark indm® to be established
against which the quality of SE programmes can basured (Jenaro et ,al.
2002; Wehman et al2003) (See Box 3.7).

Box 3.7. Quality indicators

Wehman et al. (2003) suggested that quality indicators should encompass the following
ten areas:

= meaningful competitive employment in integrated work settings;

= informed choice, (wherein the person is allowed to express a preference)

control and satisfaction;

= level and nature of supports;

= employment of individuals with significant disabilities;

= amount of hours worked weekly;

= number of people from programme working regularly;

= well-coordinated job retention system;

= employment outcome monitoring and tracking system;

= integration and community participation; and

= employer satisfaction.
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One approach is to examine hourly rates of pay. évew Jenaro et al
(2002:18) suggested a broader set of indices:

.. accomplishing the goal of developing a real jebuires that employees
with disabilities obtain the same salary, dutiegndfits, and integration
outcomes as anyone else to the greatest extenblgosQuality indicators in
employment programmes require a strong commitneeathieving outcomes,
not just services. A real job is facilitated whearlwenvironments are arranged
in such a way that supports and accommodationsaddimit either career
development or social interactions.

Timmons et al(2002), who investigated the characteristics &daive
state service systems in the US, by examining xperégences of people with
disabilities who have used state agencies to fmgl@yment, indicated five
key components to effective service delivery: igragy culture; ii) consumer-
directedness; iii) access to resources; iv) qualirsonnel; and v) coordinated
services. In a particularly rigorous economic asighof data in the state of
Southern Carolina in the period 1999-2005, geavatetermine whether job
coaching leads to stable employment in communitiings, Mclnnes et al.
(2010) found that:

56 per cent of individuals with job coaches werekitg one
year later, compared to nine per cent of thoseawitjob
coaches;

those who received job coaching were likely to hiaweurable
job characteristics such as higher 1Qs and an absan
emotional or behavioural problems; and

when these endogenous factors were corrected futisequent
analyses, a sizeable and statistically signifiedfetct remained.

It is possibly not surprising that agencies areptieah to recruit ‘easier to
place’ individuals into SE programmes, such asdhegh higher 1Qs and
good social skills, despite the fact that thesgymmes were initially meant
to target the more disabled population.

Sustainability

Based on the findings and recommendations of aegun¥ the situation
in 25 US states, together with a detailed investigaof over a dozen states
which reported integrated employment outcomes \ablive the national
average, Mills (2006, p. 3) suggested that seveorfs explained the
impressive integrated employment outcomes achibydbese states:

the existence of strong, clear and unambiguous stat
developmental disabilities agency policies, ruled a
programmatic requirements intended to supportatigle
articulated agency preference for, and commitnmgrhtegrated
employment for people with developmental disaleiiti

the use of funding incentives to encourage the rsipa of
integrated employment opportunities, and/or funding
disincentives to discourage the use of facilitydshemployment
and non-work services;

a liberal definition of the kinds of employmentargements
which qualify for SE funding;

adequate state agency staffing dedicated to emgloym
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e investment in on-going training and technical dasise for
agency staff;

e acommitment to supporting organizational changerayn
facility-based (sheltered) providers moving to greged
employment settings; and

* the use of a comprehensive data-tracking systeosémton
integrated employment outcomes.

3.4.6 Workplace characteristics
Employer attitudes

A US study on employer attitudes (Olson et @b01) showed that
employers from firms of all sizes have favourabtpeziences in employing
people with intellectual disabilities and value th&ining done by SE service
providers. Accommodations frequently made inclugigaesupervision time,
the provision of flexible hours and the use of @& jooach. These
accommodations were perceived to be of minimal t@ghe company. In
terms of human resource management, employeesntéitectual disabilities
were viewed as costing companies the same orHassemployees without a
disability. However, negative employer attitudes) d@e one of the most
serious threats to the success of a SE programme.

Nevertheless, one variable appears the most reliabl predicting
employers’ favourable attitudes to people withlietgual disabilities; that is,
previous positive job-related experience with aspar with a disability
(Rimmerman, 1998).

Negative employer attitudes can be one of the s@$bus threats to the
success of a SE programme. Disability may be pexdeas taboo. Employing
persons with disabilities may be expected to affdet prosperity of
businesses. Negative stereotypical views on thecegnof intellectual
disability are deep-seated and prevail in most tt@ms(Yazbeck et al., 2004).

This suggests the importance of working closelyhwémployers to
ensure their satisfaction with the employment outeoHence, advertising
‘success stories’ involving the employment of peoplith disabilities has
been found to be an important strategy. Researstsiawn that, contrary to
the negative stereotypes portrayed throughouttyispeople with intellectual
disabilities can be loyal, trustworthy and diligemrkers who seldom fail to
turn up for work (Ward et gl1978).

Tuckerman et al(1999) found very positive employer attitudes toiva
workers with intellectual disabilities with high goort needs. Smith et al.
(2004) reported that the existence of policies ampleying people with
disabilities, previous contacts with a person veitbisability, and the level of
the disability were associated with more favouratitieudes.

A survey of 642 Australian employers who had emgtbg person with
a disability, including those with intellectual dislities, concluded that:

e over 90 per cent of employers who had recently eygul a

person with a disability said they would be happgdntinue
employing people with disabilities;
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« some 78 per cent of employers described the mativtelen
their employee with a disability and the job ajo

< in relation to the cost benefit of workplace accavdations for
employees with a disability, 65 per cent of empteyated the
financial effect to be cost-neutral and 20 per egentified an
overall financial benefit;

« employees with a disability averaged one-sixttefrecorded
occupational health and safety incidents of emmewgithout a
disability;

e 90 per cent of employees with a disability recamdpictivity
rates equal to or greater than other workers;

e 98 per cent have average or superior safety recands

e 86 per cent have average or superior attendanoedsec
(Graffam et al., 2000; 2002a)

(See Box 3.8 for two perspectives.)

Box 3.8. Employee and Employer perspectives

Peter: | like the work. It's very good - plenty of jobs to do. My favourite is car service
- helping customers with their boxes to their car. I've changed — | now live on my own
- I'm independent.

Peter’s employer: It has worked very well — the customers liked it — he's efficient,
he’s reliable and he’s happy.

Tuckerman,2008b.

Workplace culture

A congenial workplace culture has been found tatitical for the
successful placement and maintenance of people withllectual
disabilities in integrated work environments. Boiterth et al. (2000)
outlined four salient characteristics of a suppertand interactive work
setting: a) multiple-context relationships, fortarsce opportunities to mix
with co-workers after work has finished for the déy specific social
opportunities, including designated lunch/breakmmeonhere everyone is
welcome; c¢) personal and team-building managemeéwle, s where
managers build a sense of teamwork, take a persunatst in employees,
and schedule work around workers’ personal strengtid needs; and d)
interdependent job designs, which may include ®itoaining’ employees
on several different tasks. This workplace cultals® has the opportunity
to create career pathways for supported workerg, mwhmany cases, do
not progress beyond entry-level jobs.

Such a culture also helps the development of strogigtionships
between workers with and without disabilities. Téeslationships are often
characterized by the presence of humour and infidgmavhich ultimately
assist the processes of job retention (Parmen@f2)2 To assist potential
employers to be more accepting of people with lietéhal disabilities as
genuine workers, and to counter the negative vieftsn rooted in the
stereotypical attitudes of the general communighi&n, Edelman and Leedy
(1993, p. 32) have suggested the need for inteorerdtrategies at three
levels:

. the individual co-worker/supervisor, the work gpp and the whole
organization. Employment consultants found that rmamication skills
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training for co-workers and supervisors, partidylas the training focused on
responding to the employee with a disability asimadgividual rather than
focusing on the disability, improved attitudes.dither instances, employment
consultants discovered that simply convening a vgodup to discuss issues of
myths and stereotypes about disability in the wiag improved attitudes and
morale, as the group became aware of its own ssufcpower and influence
in the work environment.

Storey (2002) and Parmenter et al. (2006) haveigedvbest practice
suggestions for increasing the social interactidnsgpported employees
through strategies targeting social skills insfargt communication
instruction, problem-solving and co-worker assiséan

A Dutch study found that supported employees wenegived on an
equal basis within the workplace by their non-disdltolleagues (Cramm et
al., 2008). Most co-workers considered supporteglleyees to be at least
‘work acquaintances’. Interestingly, some of thedenitified supported
employees as ‘social friends’, indicating a higleeel of inclusion.

3.4.7 Outcomes

Most of the studies which have addressed outcomesstipported
employees have made comparisons between SE aredjatggh programmes,
including sheltered workshops and day centres, ramge of indices.

Performance

An Institute of Employment Studies Survey in the WK2005 (Dewson
et al., 2005) reported that:

» disabled employees show a high level of commitraent
loyalty to an organization, and as a result,

« disabled employees are hardworking, have low sgkiadsence
rates and high retention rates.

Whilst these findings refer to disabled workers egaily, they are
especially true of workers with intellectual didatas (Ward et al.,1978).

Consumer satisfaction

Surveys of satisfaction from the perspective of pheareceiving SE
services have found that the majority of consuntides their jobs. Parent,
Kregel and Johnson (1996) found, from face-to-fexterviews with people
with high-support needs receiving SE services irgidia, that many would
like to change some aspect of their job to makbeiter. More than half
indicated that their current job is not the cardery would like to have
permanently. The study concluded that there wased to increase consumer
involvement in all phases of the SE service dejiver

Lack of career choice was also highlighted in agtf attitudes towards
SE of parents and primary caregivers of people tiigh support needs (Ford
et al, 1995). This study also emphasized the need fatgre&eommunication
between the service providers and families.

Earnings

SE programmes by their very definition give peopligh intellectual
disabilities access to real wages. These are, ieflgein programmes for
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people with high support needs, adjusted accordiogthe person’s
productivity and pro-rata amounts are paid. Theral$o a high rate of part-
time jobs reported in SE programmes. Overall, h@ueypeople in SE
programmes earn significantly more than those eyeploin segregated
programmes (see Section 2.2 above).

Quality of life

In terms of quality of life and life satisfactiostudies generally report
that those in SE programmes had a higher rating tth@ase unemployed or in
alternative disability programmes. In an Australistudy, Eggleton et al
(1999) found that those in open employment hadifssantly higher quality
of life than those in sheltered workshops or whaewvanemployed. In a
Spanish study, Verdugo et. §2006) found no differences in quality of life
between those in SE and those in sheltered workshtpyever, there was a
direct relationship between the typicality of themgoyment setting and
quality of life for those in SE programmes. Theraswalso a negative
relationship between the intensity of external supmnd quality of life,
suggesting that such support should be used whHgrabsolutely necessary.

Kober (2005), in a later Australian study, compatieel quality of life
and level of empowerment/independence of peopleintegrated and
segregated employment settings. For people withflmetional work ability
there was no difference in quality of life, whiler those with high functional
work ability those in integrated work settings wéigher on both quality of
life and empowerment/independence scales. Intaghgtiliving in the family
home had a relationship to quality of life. For gholiving at home,
irrespective of the type of employment, there waoedifferences on quality
of life. However, in responses of participantsiiyiindependently or in group
homes, quality of life was found to be significgntiigher for those in
competitive employment settings. This confirms aarlier observation
concerning the interdependence of life activitieerk outcomes cannot be
seen in isolation from other life events.

Knox, Mok and Parmenter (2000) found that peoplekimg in an
inclusive work setting developed a strong posisedf-image, claiming they
no longer felt ‘disabled’; a finding also reportbg Koistinen (2008) in her
research in Zambia. This highlights how the lalfétizabled’, and especially
‘intellectually disabled’” and other derogatory nst influence the self-
concept of people with intellectual disabilities.

A comparison on objective and subjective qualityifefindices within a
sample of people employed in SE, traditional shetteworkshops/day
activity centres, and a group of non-disabled cokers in Wales found that
those in SE reported a higher objective qualithfefthan the groups in both
the sheltered workshops and day centres. Non-@datd-workers reported
a higher objective quality of life and autonomynatrk than the three groups
of people with intellectual disabilities. Interegjly, the SE group reported a
higher subjective quality of life than the non-dikal co-workers (Beyer, et
al., 2010a). One of the goals for SE was socidligion in the workplace. In
an observational study comparing the levels ofrattiton and engagement
between workers with and without intellectual disaés (1995), Beyer,
Kilsby and Willson. found no significant differereeébetween the two
groups.
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Economic benefits

While cost-benefit/cost efficiency analyses of Shkveén produced
conflicting results (Schneider, 2003; Beyer andshky, 1998; Beyer and
Robinson, 2009), other studies have reported gaias to both the individual
and the taxpayer (Kregel, 1999; Kregel and Deafi22&regel et aJ.2000;
McCaughrin et a).1991). In a comprehensive review of the cost iefficy of
SE programmes, Cimera and Rusch (1999) reportéd tha

e overtime, SE is a good investment for taxpayetssatiety;

e generally, workers earn more in SE than in shealtere
employment; and

» cost efficiency of SE programmes varies among read
countries.

Cimera’s comprehensive research of all supportepl@maes funded by
vocational rehabilitation throughout the entire f8&n 2002 to 2007 (2010)
returned an average net benefit to taxpayers of 288%er month per
supported employee. Cimera noted that this figlirextrapolated to the total
number of Americans with disabilities served in regated day services,
would amount to over US$1.5 billion in cost bergefdr SE. Disappointingly,
SE wages still lagged behind those of the genenalifation, and often did not
represent a living wage. High rates of part-timeplEyment may have
contributed to this finding

Tuckerman, Smith and Borland (1999) also found thatplacement of
people with high support needs in an Australiantexnwas a cost-effective
option for government. As the programme grew iresthe costs per client
stabilized, together with a reduction in disabilftggnsion costs. The study
revealed that the SE programme was significanths leostly than a day
activity programme catering for a similar populatio

Of special significance to the principle of inckesicommunities and the
acceptance of diversity was the finding by Graffamal (2002b) that
employers experience both material and non-matdseefits to their
organizations from employing a person with a diégbiwith those benefits
being financially cost-neutral or cost-beneficiala large proportion of cases.
In terms of non-material benefits, the presenceeadple with disabilities in
the workforce highlights the need for overall afitem to training and
supervisory practices, basic work practices, heaitth safety issues and an
improvement of organizational performance. Graffamal. (2002b) also
suggested that their findings provided some eviderad employers
acknowledging and accepting diversity in the woakgl Overall, they
concluded that, “...an employee with a disability ¢enseen as a catalyst for
positive change, a catalyst for improved organmaperformance” (p260).

Beyer and colleagues at the Welsh Centre for LegrBisabilities have
carried out extensive cost-benefit analyses of 8& the past two decades
(Beyer et al 1996; Beyer and Kilsby, 1998; Beyer et al., 20B2yer and
Seebohm, 2003; Beyer, 2008; Shearn et al., 2008)prMonclusions were as
follows:

» Initial costs of SE can be higher in the start-egqd than in the
traditional sheltered employment options. Taxpayest-
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benefits improved over time. It may take up to figars before
financial benefits outstrip the costs of SE.

* Welfare benefits regulations and the absence afistraiam
funding for SE were seen as significant restricion the
growth of SE in the UK.

e Higher rates of part-time work, with supported wenkworking
for a few hours and also being on welfare bendétsto
relatively unfavourable levels of cost-benefitsinpared to the
Us.

e Comparison of the costs of SE with those of daivitigtcentres
was unfavourable to SE, but SE was found to geagratater
outcomes for money spent in terms of social intiggna

* Economies of scale in terms of the numbers of warke
employed and the hours worked per person werearitactors
in determining cost-benefit.

« When factors such as the taxes paid by supportekiengand
their higher spending capacity are taken into astou
community placements represent a net gain foratkgstyer.

In a report commissioned by the UK Department famrkand Pensions,
Rangarajan et al. (2008) questioned the findingsost-benefit studies of SE
on the grounds of methodological flaws, includimg tack of randomized
control trials.

3.4.8 Concluding remarks

It is recognized that almost all existing reseairchhis field has been
conducted in high-income countries. Hence, theirfiggl are not necessarily
applicable to low-income countries. There is a lelmgle for existing research
centres with an interest in SE to build partnershifith researchers in low-
income countries in order to foster indigenous aege efforts. Historically in
the disability field, there has been a tendencydocial policies to move
quickly ahead of the research base (Parmenter)1991

The involvement of families as strong advocatesnegised at the ILO
Regional ConferencBeople with Intellectual Disabilities: Opening Pathys
to Training and Employment in the African Region_Lusaka, Zambia, March
2010, and the emergence of self-advocates in loan® countries are
promising trends. There is a distinct worldwide mment towards the
emancipation of people with intellectual disabéitiand their families, leading
to greater empowerment and self-determination.
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4. Moving forward

Since its inception in the 1970s, SE has proviaetusive employment
options for people with intellectual disabilitiesrass several continents. The
personal stories of what having a job means to Ipeapth intellectual
disabilities is testimony to how important thisusegs in terms of social justice
and human dignity. A key factor in the growth oitistives has been a clear
policy commitment by governments to support sudiaiives.

However, experience from both high- and low-incoroeuntries
indicates that on-going support is required forsthenitiatives to be
sustainable. Low-income countries, given their Irmgture and severe fiscal
constraints, may be in a better position to testumber of the alternative
models described above. For instance, self-employmemall business
enterprises, and, at a regional level, CED, mayibble options, but these
have not as yet been critically analysed. The emddrom a study conducted
in Zambia questioned the viability of the small iness enterprise model for
people with intellectual disabilities, as it wasggasted they lack the
necessary business skills (see Koistinen 2008 )p.Ah alternative would be
to employ a person with business experience anttoags commitment to
assisting people with intellectual disabilities, #® manager. The SE
principles, including the important ‘place and mraand on-going support
features, can be used in each of these approaches.

A positive feature is the growth of national SE amigations which
provide advocacy and training support to their tituents. As these
organizations gain strength, they may be in a josib mentor initiatives in
low-income countries.

Two phenomena are emerging in countries where Sk ehdonger
history. First, there is a natural tendency to eat&E to other disability
groups; for instance, to people with mental hedisiabilities. This has had the
effect of lessening the take-up for people witteliectual disabilities. The
second, and related, issue is the tendency forcaggeaupporting SE to select
easier-to-place people for SE programmes.

One of the critical features to be recognized wheamining the impact
of SE on the lives of people with intellectual diities in countries such as
Canada, Australia, New Zealand, the UK and part&wfope is the long
history of welfare support those countries haveviged to people with
disabilities. The SE model challenges the very cdrine welfare model, and
it is not surprising that many of the negative tattes and in-built
disincentives inherent in the welfare system havespme extent, impeded its
growth as a strong alternative to segregated emy@ay options. People with
disabilities and their carers who receive incomppsut and health benefits
are reluctant to lose these if they exceed an iectbmeshold. The exponential
growth of people receiving welfare benefits has ¢gdernments in many
parts of the world to tighten the criteria and Hwsessment processes in an
attempt to rein in welfare expenditures. Howeveaspiatrary position has been
taken by Heath (2010), whose analysis suggesinbiiare benefits to people
with disabilities reduces poverty, but does not essarily discourage
employment.
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An important question arises as to why there hdsbren a sustained
growth in SE initiatives worldwide. Why have sommgrammes flourished
whilst others have ‘withered on the vine'?

Gottlieb, Myhill and Blanck (2010) have suggesteattin order to better
understand the obstacles in the way of SE or CkBrbag the dominant
models, it is useful to make a distinction betwdlense that affect labour
supply and those that impact on labour demand. l@nsupply side, the
barriers that are inherent in the life circumstanog people with disabilities
must be examined. For instance, inadequate acodsansport and the risks
associated with losing disability services and thebEnefits, should income
exceed a particular threshold, are potential b&ri®n the labour demand
side, there are attitudinal barriers still to befconted and the perceived costs
of workplace accommodations, both of which may uefice potential
employers’ reluctance to hire people with disaieiit

Boeltzig, Scott Gilmore and Butterworth (2006) hadso addressed this
issue. They suggested that we need to take a brpadgpective rather than
simply looking for obstacles within the communitghebilitation provider
network; it is they claim, a wider systemic issuéheir comments are
particularly apposite to the current discussion:

“If the goal is to make integrated employment natyoa viable but a
desirable employment option for people with distib#, system and
funding structures should be developed that not entourage more full-
time employment and a greater variety of jobs, blgo allow for
investment in program staff to assist individualghwdevelopmental
disabilities with their career plans and provideidgnce about the
potential impact of work income on benefits.” (p. 7

4.1 Pointers for Policy Development

Various countries have clear policies concerninglegyment for people
with disabilities in general, which affirm the goafl community integration
and support for individual choice. Despite thiswhwer, this review has
highlighted the reality that the vast majority oégple with intellectual
disabilities still do not have access to integraé@tployment; and in many
cases, no access to any meaningful day activities.

The following pointers relevant to policy developthehave been
informed by the research outcomes and field iviet reviewed for this
working paper and can act as a guide for the furthgpansion of SE to
facilitate the employment of people with intellegtulisabilities in inclusive
workplaces. These are relevant to countries prigsatiempting to revise old
policies and/or develop new policies which will gome way in addressing
the inequalities experienced by people with intéllal disabilities.

* Programmes need to abide by the principles of Stepo
Employment and Customized Employment, to achiew&go
outcomes for people with intellectual disabilitiespecially the
need for on-going formal and informal supports.

* Long-term success is influenced by sound initiahping,
which must start in the transition years at theosdary school
level. A well-planned transition process from sdhie@ne of
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the better indicators of successful employmentmuts,
especially if work experience is a feature.

* There is a need for a balance between structure\ard
structure in the planning and delivery of employingstions.
The intensive, clinically-driven rehabilitation melds generally
not recommended for people with intellectual diktds,
especially for those with moderate to high suppegds.

» Good policies are based on good information. Theesedearth
of data on the actual incidence and prevalencetefiéctual
disability, especially in low-income countries. Tinge of typical
epidemiological methodologies may not be entirelgvant,
given that disability is a culturally specific pltenenon. What
counts as a disability in an urban context maybeoseen as
such in a rural community.

« Effective data management systems assist in infami
programme needs, programme monitoring and programme
development for people with intellectual disaleigj especially
those that are embedded in data-gathering systantisef
general population.

* Planning which is person-focused and which invobiés
stakeholders, including families, is also a keydam its
success. Emphasis needs to be placed on the pestmrigths,
interests and the support system that needs toovalpd to
achieve personal goals. The importance of matdhag
person’s preferences, wherever possible, to thelpdement
cannot be stressed too strongly.

e Career planning is recommended, as many people with
intellectual disabilities do not progress beyonthetevel jobs.

* Adequate staff training of job coaches, with an kagis on
marketing and on-site training skills, is crititalthe success of
SE.

e Assessing outcomes on the dimension of qualitiffeféflects
the inter-relationship between work and otherdiftivities,
including where the person lives. The reciprocHtienship
between levels of independence and feelings of self
determination and empowerment is well established.

» Success stories of positive employment outcomesraef the
best ways to convince potential employers that [gewfih
intellectual disabilities can be loyal and produetivorkers.

« As employment has been shown to impact on thetguadliife
of people with intellectual disabilities, it may ba important
factor in the possible reduction of emotional dis in this
population.

Action is required at both the national and regidegels to give effect
to the lessons learned in a way which will leadnproved opportunities for
this group of people with disabilities

4.1.1 National level
Governments in consultation and collaboration withil society and

social partners bear responsibility for promotipgpartunities for people with
intellectual disabilities to take part in their comnities and the broader
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society. This section outlines the main steps tdwameeting this
responsibility.

Conduct a systems analysis of current situations

* In collaboration with all relevant stakeholdersclirding schools,
conduct surveys, consultation meetings and indalidhuerviews to
determine the current status of employment for [eeopith
intellectual disabilities.

* Analyse barriers and facilitators to the achieveimahintegrated
employment for this population across the varioe®ggyaphical
areas of the country in order to tap the experienterban and rural
communities.

* Inform this process through reference to documimadn current
models of employment for other disability groups.

Develop goals and objectives for the way forward

» Using the same consultative processes, with that iofpall relevant
stakeholders, develop a set of goals and objectiveguide the
implementation of SE initiatives for people with taelectual
disabilities.

» Explore a variety of models to cater to the palticeircumstances
of local communities. Elements of the Community Em@moic
Development (CED) model are worthy of investigatias are
aspects of the social enterprise approach.

» Agree a statement of the underlying value systenictwhas
informed this process.

Develop a national policy on integrated employment for
people with intellectual disabilities

» Develop a clear written policy articulating its @mying values, and
the corresponding goals and objectives of intedraeployment
services for people with intellectual disabilitiedich flow from
these values, in consultation with relevant staldgrs, including
different government departments, social partnecs cvil society
agencies.

* The recent initiative by the UK governmemaluing Employment
Now, could be a guide to the process.

Develop a national implementation strategy

» Establish a timeline for the achievement of go#dgjether with
resource allocations.

* Indicate relevant responsibilities of governmentd amon-
government agencies, including human resources.

e Set up a small number of pilot programmes, as qfafte strategy,
together with evaluation processes, in order ttiat@ a systems
change process.

» Identify potential leaders in government and thenownity to
champion the systems change process.
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Development of an effective data collection system designed
to track progress

» Develop a data collection system to provide infdiamaon people
supported (inputs); details of the various programmodels
(processes); details of wages earned, days workekl of
community integration, and skills achieved (outjpuésd measures
of satisfaction and quality of life of the emplogdeutcomes).

» Design this data collection system to allow for greanme
modifications following feedback, and the identifiion of
environmental barriers and facilitators.

» Develop local research capacity to help maintaie tn-going
sustainability of programmes by developing coatisiowith local
university research centres, encouraging natiomaveusities to
collaborate on issues such as programme developraedt
evaluation and staff training, as well as exploradfjances with
universities in other countries which have a tresord in research
into employment of people with intellectual dis#kab.

Communicate the results of programmes

» To assist the process of attitudinal change amoaigispartners in
the community and widely disseminate positive rssof pilot
projects through all available media, since suceesses can
stimulate further successes.

* Involve social partners and community leaders taac
‘champions’ who can assist this process.

4.1.2 Regional level

To support initiatives at national level, stakeleotimay find it of value
to form networks regionally or globally.

Develop a Regional Association of Supported Employment

» To assist in the sharing of information and techhiassistance,
consideration may be given to the establishmenta ofegional
support organization modelled along the lines of turopean
Union for Supported Employment (EUSE) or the Wakkbociation
for Supported Employment (WASE).

» Links with the EUSE and similar national associasiéor supported
employment would give access to training materiatgl other
technical assistance.

e Such an organization could organize workshops amihing
programmes at regional and/or national levels.

4.2 In conclusion

Despite enormous challenges, including extreme nypveand
difficulties faced from attitudinal and policy peectives in the
provision of support to people with disabilities general, and those
with intellectual disabilities in particular, theaee some positive trends.
Of special significance is that the majority of nties around the
world have subscribed to the various contemporamndn rights
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principles relating to people with disabilities. ¥hemains is the need
for a genuine commitment to ensuring these priesigre not only
incorporated into national disability policies, bare put into practice
and monitored to the best level possible in terfrih@® socio-economic
conditions prevailing.

The opportunity to engage in real work in the gaheommunity
has been denied to the vast majority of people viitellectual
disabilities, for reasons explored above. The §tep in bringing about
change in this situation is a belief that changdeisirable and a genuine
commitment to effect change. Most countries hageesi and ratified
the UN Convention on the Rights of Persons with Disab#itArticle
27 of the Convention states:

States parties recognize the right of persons digabilities to
work on an equal basis with others; this includes right to the
opportunity to gain a living by work freely chosenaccepted in a
labour market and work environment that is opeolusive and
accessible to persons with disabilities. Statestigzarshall
safeguard and promote the realization of the tigltork.

This statement provides a compelling reason tocegphow a
country, even with limited resources, might embamka programme to
assist one of the most disadvantaged groups isoiigety to become
engaged in work ‘ that is open, inclusive and asibés.

It is crucial that, where ratified, the implemerdatof the CRPD
is closely monitored. The fact that countries acbiine world have
enacted specific disability legislation is a pastfeature, but as noted
throughout this paper, people with intellectuakdifities are often left
until last in the provision of support.
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