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DAY. ONE

DAY THO

COURSE QUTLINE

Introduction

Definition of Supported Employment
Background to Supported Employment
Development of Supported Employment in
Australia

Overview of Four Supported Employment
Models

Goals and Assumptions
Quality Characteristics

‘Benchwork Model

Work Crew Model

Supported Jobs Model

Enclave Model

Setting up Suppeorted Employment
Role of the Work Support Centre

Feasibility Studies
Discussion of Main Issues

This article is made available by the Institute for Family Advocacy & Leadership Development

and cannot be used except for the sole purpose of research and study

’ File Number: 1 o 231

v Page Lof 39



SESSION ONE: INTRODUCTION

Participants will be able to:

a) Define Supported Employment

b) Describe the current gervice delivery system for work
options in Australia

¢) Describe the Specialised Training Program (S.T.P.) and its
role in service development

d) Briefly describe the'four S . T.P. Supported Employment
Models

This article is made available by the Institute for Family Advocacy & Leadership Development
and cannot be used except for the sole purpose of research and study
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DEFINITICN QF SUPPORTED EMPLOYMENT
A. Developmental Disabilities Act, 1984. (U.5.4A.)

Supported Employment 1is paid employment which:

i) is for persons with developmental
disabilities for whom competitive employment
at or above the.minimum wage is unlikely and
who, because of their disabilities, need
ongoing support to perform in a work
setting;

ii) is conducted in a variety of settings,
- particularly worksites in which persons
without disabilities are emploved; and

iii) 1is supported by any activity needed to
sustain paid work by persons with
disabilities, including supervision,
training, and transportation.”
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Disablility Services Act, 1986 (Australia).
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Services which "support the paid employment of
persons with disabilities, being persons:

i) for whom competitive employment at or above
relevant award wage is unlikely; and

ii) who, because of their disabilities, need
substantial on-going support to obtain or
retain paid employment.”

This article is made available by the Institute for Fami
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The Specialised Training Program (STP) is a research unit
within the University of Oregon, U.S.A., which has the goal
of developing, evaluating and disseminating community service
models to improve work, school, and residential services for
people with severe disabilities. Since 1973, STP has been
involved in procedural research, model development, and model
implementation in an effort to improve community-based
services for people with disabilities. While one aim has
been the development of a model for operating community
vocational programs, other projects include:

a) the development of i@ curriculum packages for use in
training vocational skills to students with severe
disabilities in public schools.

b) the development of a classroom model for secondary
education of severely handicapped students.

c) inservice training for staff of activity centres.

d) development of procedures for training and placing
.mildly and moderately handicapped students in ordinary
work environments.

e) development of a group home model for adolescents and
adults with severe disabilities, and

f) an ongoing study of generalisation and maintenance with

people who have severe intellectual disabilities.

From the point of view of Supported Employment, however the
most important project is the development of STP .vocational
models. Replication of STP sites is presently being
undertaken in two parts of the world, Massachussetts and
Sydney, Australia. The Australian replication is possible
via a Work Support Centre (Hauritz and Associates Pty. Ltd.)
which provides establishment and maintenance services 1o each
site.

—
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SESSION TWO: ASSUMPTIONS AND CHARACTERISTICS

Ohiectives

Pafticipants will be able to:

a)

b)

d)

&)

Define current issues in vocational services for people
with severe disabilities. :

Discuss S.T.P. Supported'EmploYment Models as they relate
to normalisation.

Describe quality characteristics of good vocational
services, '

Define the rationale for employment as a desirable
objective.

Define the components and assumptions behind supported
employment.

File Nymber: 10281,
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1hk oUPPOQRTRD JOBS MODmL

The Supported Jobs Model is a set of procedures for rplacing
people with disabilities into individual jobs within the
community. Clients of these services are considered unlikely
to succeed at open employment without considerable support,
so intensive on-the-job training and permanent back-up
support are distinguishing features of the model.

People with moderate and severe disabilities who are served
by this model are supported by a not-for-profit company which
locates jobs, matches each client to a job, provides on-the-
job training and then maintaihs each c¢lient in his or her job
by providing several hours of support each week. Clients are
found new positions if they decide to leave a job or, if for
some reason, a job placement is not successful.

As well as providing vocational instruction and support, the
Supported Jobs Company provides training in using the local
community, getting to and from work and on-the-Jjob
integration.

Each Supported Jobs Model company supports 12 to 15 clients
with disabilities, and employs three full-time staff. All
clients are emploved by the host company on full award wages.
The range of jobs obtained to date includes office assistant,
filing clerk, laundryman, process worker, kitchen hand, etc.
%wAhUM»-Pt-jg fzpespde  30hso pw.
The Supported Jobs Model is an operational example of a
Personnel employment service. The Model is being jointly
developed by the Specialised Training Program, University of
Oregon, U.S.A. and Hauritz and Associates Pty. Ltd. To date
there are three Australian Supported Jobs Model companies.
These are NorthPoint Employment Services in Hornsby, Syd-Hest
Personnel Ltd. in Parramatta and PathFinder Personnel in Port

Macquarie.
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ASSUMPTIONS

All Supported Employment Models reflect three major
assumptions concerning preople with severe disabilities, work
in our society, and learning processes. The models are based
on the assumption that:

1. Han}iiﬁangnmﬁlanglmﬁp_emdgaﬂ;gﬁadul&ufﬁ.

The development of work opportunities for people with
cevere disabilities is a logical extension of the concept
of normaligation, which has received broad acceptance as
a critical objective in services for people with
digabilities. Work should be an option for all adults
regardless of the presence or degree of disability.

lisabllities.

Repeated demonstrations that people labelled "geverely
disabled” can learn and perform remunerative work make it
difficult to accept unemployment and exclusion from
vocational services. With structured training, people
with severe disabilities have learned such diverse skills
as the assembly of bicycle pumps (Clarke and Hermelin,
1955); bicycle brakes (Gold, 1972), oscilloscope switches
(Bellamy, Peterson, and Close, 1975); wiring harnesses
(Hunter and Bellamy, 1977); nursery specimen cans (Karan,
Bisner, and Endres, 1974); ball point pens (Martin and
Flexer, 1975); chain saw blades (0°Neill and Bellamy,
1978); agricultural gleaning (Jacobs, 1976); restaurant
gervice work (Sowers, Thompson and Connis, 1979); and use
of power equipment (Crosson, 1966).

3. Abghaxmmalapgmﬁghmumnglﬁmsmﬁmgplﬂ

The acquisition and performance of vocational behaviours
is a result of specific and systematic instruction. The
manipulation of antecedent and consequent stimuli in
instruction, shaping of new responses, and maintaining or
strengthening previously acquired responses are of
paramount importance in training people with severe
disabilities.

This article is made available by the Institute for Famil i
‘ y Advocacy & Leadership D
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ASSUMPTIONS AND CHARACTERISTICS

A. CRITICAL FEATURES

Focus on employment outcomes

Recipients of service: No minimum gkille/prerequisites
integrated employment gettings

Focus on support, not readiness

Develop the employment opportunity, then deliver the
service

Flexibility

a. Type of worksite
b. Support mechaniesms
c. Barriers, that can be overcome

b G b

D

B. WW.EWEMWM:

1. It provides a full range of real employment outcomes
2 It overcomes the barriers 1o enployment experienced by
people with the most severe disabillities

1. Current skill deficits do not index employee
“potential”

9. Current skill deficits should not be the basis for

denying people access to work or community resources

Habilitation goals should be socially equitable

4. Habilitative behaviour changes should not be expected

‘ without direct training '

5. Accommodation to individual differences is an integral

aspect of services to people who have severe

disabilities

Myths regarding service models and the current service

delivery system

(95

=y}

a. The Flow-through Model: the Readiness myth

b. Preparation for unsupported work: the Perfection
myth

. The myth of Simulated Experiences

This article is made available by the Insti - i -
titute for Family Advocacy & Leadershi
and cannot be used except for the sole purpose of research and S;Sd[‘),evelopmant
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D. CONSUMER NEEDS

K.

Inclusive programs
Accountable programs
Expanded work opportunities
Stable services

oL, QYo

CHARACTERISTICS OF SUPPORTED EMPLOYMENT

Focus on employment
Integrated

Age appropriate

Orientation to current performance

Community referenced

Involvement of family and/or significant others
Support is provided

Effective

=l Ser TR &, RSO A I X, QTS
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SESSION THREE: BENCHWORK MODEL

-)] N 3 )
Participants will be able td:

a) Identify clients for whom the service is appropriate.
b) Describe training procedﬁres.

¢) Describe major employment outcomes for people with
disabilities, and consgtraints.

d) Describe business and habilitation componehts of the
model, and how these inter-relate.

e) Jdentify aspects of the service which emphasise immediate
employment, rather than preparation for work.

f) Describe the procedures used to ensure that people with
disabilities interact with non-disabled people.

This article is made available by the Institute for Family Advocacy & Leadership Development

and cannot be used except for the sole purpose of research and study
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THE BENGCHWORK MODEL

The Benchwork Model is a comprehensive set of procedures for
training and employing people with severe disabilities. The -
model combines techniques and procedures from psychology,
education, rehabilitation, business and information
processing to create a system that allows adults with severe
disabilities to work. The major objective of the model is to
create a positive work environment in which employees with
severe disabilities acquire and use vocational skills to earn
a meaningful wage. In addition to employment the Benchwork
Model aims to increase the pqrsonal-and commianity living
skills that enable an employee s greater participation

in his or her local community.

The Benchwork Model was developed by the Specialised Training
Program (S.T.P.), University of Oregon, U.S.A. : The model is
an operational example of an entrepreneurial employment
service that specialises in electronic agssembly. It includes
the following important characteristics of Supported
Employment:

- Provision of long-term employment to people with
severe disabilities, as opposed to training and
_preparation for a job

- an‘emphasis on productivity and wages, and

- the provision of ongoing employment-based support.

The model assumes that work is possible for all people with
disabilities, regardless of their disability, and that the
opportunity to perform remunerative work is critical to a
tife of guality in our society.

In Australia there are four Benchwork Models in operation.
These are Qualitec Ltd., Intertronics, and C.N.S. Precision
Assembly in Svdney, and Vitec Ltd 1in Perth.

This article is made available by the Institute for Family Advocacy & Leadership Development
and cannot be used except for the sole purpose of research and study '
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COMPONENTS OF THE BENCHWORK MODEL

The Benchwork Model is based upon service and business
specialization. It provides long-term employment support, and
doe not include job placement services. As a result, the
model includes only people with severe disabilities for whom
long-term supported employment is an appropriate goal.
People with moderate and mild disabilities are referred to
agenciles with placement-oriented transition programs.

As a specialised service, the Benchwork Model is designed as
one element in a comprehensive service delivery system.
While giving priority to the most severely handicapped
people in the community, the model relies on other agencies
to meet the needs of adults with other disabilities.

Five major operational components are identifiable within the
Benchwork Model:

1.-Mgnaging'hha Organigation to Provide Onsgoing Support

The Benchwork Model is designed to integrate service and
.business aspects at all levels of operation. Significant
features are:

a) an emphasis on highly skilled direct service staff who
share management and professional responsibilities,
eliminating the need for Support staff roles;

b) standardization of all program components to facilitate
replication of the model;

c) systems focused on accountable fiscal management.
2. Providing Paid HWork Opportunities

Benchwork Model companies must operate as a successful
business in order to provide paid work opprortunities to
emplovees with severe disabilities. The model includes
procedures and standards for market analysis, planning,
sales and bidding. The marketing efforts of a company
using the Benchwork Model are based on the presentation of
A positive business image to the community, rather than
the image of a social service agency.

This article is made available by the Institute for Family Advocacy & Leadership Development
and cannot be used except for the sole purpose of research and study
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3. Meeting HWork Reauirements

The Model includes an array of business functions needed
to operate a successful work enviroment. These include
engineering, production operations, quality assurance,
production planning, and fiscal control. Like any small
business, a program using the model must perform all these
functions without the complex and departmentalized
organisation characteristics of large businesses. The
model also. includes specific empirically supported
procedures for task analysis, vocational training and
production supervision to.assist emplovees with severe
disabilities to acquire and maintain work performance.

4. Coordipating Services

This component includes procedures for selecting and
hiring emplovees and for planning and maintaining emplovee
services. The Benchwork Model recognizes the importance of
the individual habilitation planning process to prioritize
and manage individual services.

P_ ] ) k3 I ! ]

The. Benchwork model focuses on the responsibilities and
skills of direct service staff. The acquisition and
continued performance of adaptive skills by individual
workers is a central outcome of any program using the
Benchwork Model (Bellamy, Horner, and Inman, 19738). The
model complements work copportunities with a variety of
community access activities which relate to the general
time and place of work. Community access activities are
trained only in the immediate vicinity of the company at
lunch and break times. Domestic skills and recreational
gervices are left to more appropriate community agencies
able to provide these services at normalised times of day.
While focusing on components producing vocational
outcomes, the Benchwork Model addresses the needs of
people with disabilities in non-employment areas from two
basic positions: a) remediation of skill deficits in
community living and personal skills should not be
considered prerequisite to work, but provided concurrently
with work ocpportunities, and

[l

b} no single program should attempt to
provide all needed services to an individual.

This article is made available by the Institute for Family Advocacy & Leadership Development
and cannot be used except for the sole purpose of research and study
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SESSION FQUR: WORK CREWS

Oblectivesn

Participants Wwill be able to:

a)

b)

£)

Describe a Work Crew’s bueiness and habllitation
operations. ‘ :

Identify clients for whom a Work Crew would be an
appropriate option. :

Identify major employment outcomes and constraintes for
employees with disabilities. ‘

Describe how businesé and habilitation components of the
model inter-relate. '

Identify aspects of the gervice which emphasise immediate

employment, rather than preparation for work.

Describe the procedures used to ensure integration of
people with disabilities among non—disabled people.

This-article is made available by the Institute for Family Advocacy & Leadershif; Development

and cannot be used except for the sole purpose of research and study
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THE WORK CREW MODEL

The Work Crew Model is based on a set of procedures that
enables one company to operate and support up to four
individual crews. Each crew employs four or five people who
have moderate to severe intellectual disabilities, and one
supervisor. The business focus 1s on service contracts
located within the surrounding community e.g. grounds
maintenance, contract cleaning, handyman services, etc. Like
all Supported Employment Models, Work Crews are set up as
independent not-for-profit businesses, rather than as
extensions of existing organisations which might provide a
wide range of Bervices.

Developed by the Specialised Training Program (6.T.P.),
University of Oregon, U.S5.A., the model was originally
designed to provide work for people in rural settings and

.country towns where a large industrial base was unlikely to

offer an employment base. Like the Benchwork Model, Work
Crews are an operational example of an entrepreneurial
employment option. As with the other S.T.P. models, the Crew
Model adheres to the underlying values and principles of
Supported Employment and has policies and resultant
procedures which are clearly defined. Public accountability
ensures that the major outcomes of wages and appropriate
community participation are met. ' :

In Australia many organisations are developing a crew
approach to providing work. To date, Hauritz and Associates
Pty Ltd has been associated with Clipper Cleaning in Hornsby
and WorkTeams in Port Macquarie, both of which are based on
the S.T.P. Crew Model.

! BileNuittier £L.O2 9 1.
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The Mobile Crew Model has four components: Management and
finance, Training and Habilitation, Commercial Operations and
Information Systems. Each component provides a different
emphasis on an employment program, and thus targets different
standards. : '

The process of implementing the Mobile Crew Model 1is
standardized. As a result of the model implementation
process it is anticipated that a mobile crew program will be
able to implement all components of the model and operate
independently of Work Support Centre staff after 18 to 24
months of support. Implementation of the STP Mobile Crew
Model can occur with existing or newly developed Crew
services. While substantial effort is made to provide
comprehensive implementation, it must be stressed that all
model components rely on the presence of a skilled, qualified
gupervisor.

The specific skills needed by a supervisor to produce
substantive changes in the productivity, wages, and _
integration of employees have been determined by defining the
roles and responsibllities of a director/supervisor.

The supervisor’'s role in managing a long term supported
epnployment program usilng the Mobile Crew Model is one which
encompasses a range of functions in management, fiscal,
commercial, and habilitation services. Collectively, these
functions result in a program which provides vocational
opportunities for people with severe disabilities. It is the
gupervisor who is responsible for the necessary integration
of bueiness, management, and direct service functions which
provide this outcome. In addition to this overall perspective
of the supervisor’'s role, speclfic responsibilities in each
area have been identified.

This atticle is made available by the Institute for Family Advacacy & Leadership Development
and cannot be used except for the sole purpose of research and study
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Supervisor Responsihilities and Skills

The following are supervisor/director responsibilities and
£kllls needed for efficient and effective performance in each
of the Mobile Crew Model s components:

A. Yalues and Service Planning.

1. Manage a long-term, supported employment program for
adults having moderate, severe, and profound
disabilities in a manner congruent with the phllosophy
and goals of the STP Model.

B. Management and Finance. -
l.mm-wwmmin

compliance with the requirements of local, state and
federal agencies, and the Department of Employment and
Industrial Relations. The supervisor must be able to
seek out information about local, state, and federal
licensing and professional certification and design
systems to implement and document compliance with
applicable requirements.

2. Recruit. hire and supervise a substitute supervisor.
The ability to implement personnel policles, grievance
procedures, and a merit increase system 1s also
necessary.

3. Develop, implement and evaluate a comprehensive annual
and business plan for the organisation. In co-
ordination with the board of directors the supervisor
must be able to write and evaluate an annual plan which
identifies specific goals and objectives. Skill in
identifying relevant objectives and developing board
understanding, involvement and support is crucial.

4.B§Mmgnihlxmth§bmmgnmnksxnmnmm
habilitation, commercial overaticons. and other program
information. Critical skills 1include the ability to
present program information clearly, provide
information which allows the board to make timely and
guitable decisions, and to present the program’s
activities in a positive light while engendering
required assistance and direction from the board
nembers.

This article is made available by the Institute for Family Advocacy & Leadership Development
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5. Maintain financial records and administer program fundse
within board-approved budget categories. Financial
accountability is essential to sound management. A
supervisor must be able to implement an accounting
syetem which identifies all sources of income and
expenge, prepare annual budgets, maintain cash flow,
produce financial reports, and monitor balances in all
budget categories. Funding sources must be identified
and procedures implemented to maintain required levels
of public funding.

6. Selection and dismiesal of program emplovees. The
supervisor must adhere to the policies regarding
selection and dismissal as approved by the beoard of
directors and specified in the policies.

7. Function as a spokesperson for the program in relaying
information to community members. Communication skills
are essential for a supervisor. The ability to
articulate the program’ s philosophy, goals, and
outcomes in community presentations and during informal
occasions facilitates acceptance and integration of
workers in the program.

C. Training and Habilitation.

1. Participate in the development, implementation and
monitoring of individualised habilitation plans (IHP})
for each emplovee. A supervisor needs skills in
identifyving and ranking appropriate goals and
objectives in the IHP process. A supervisor should be
able to ensure representation of the employee’s rights
and the use of the best available habilitation
technology which produces behaviour change in
vocational acquisition, ongoing performance,
independence, and community participation. The
supervisor is also responsible for maintaining worker
files as required for efficient program operations and
by regulating agencies.

2. Conduct training in vocational, adaptive behaviour, and
comnunity living skills.

This article is made available by the Institute for Family Advocacy & Leadership Development
and cannot be used excapt for the sole purpose of research and study
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3. Identify opportunities for participation in the
community. A primary goal of the Mobile Crew Model is
to develop social and physical integration for the
workers. This requires the ability to identify and
analyse community participation opportunities.

D. Commercial Operations.

1. Develop and maintain local work contracts, marketing
plans and bidding procedures.

2. Develop and manage production systems in work
allocation, invoicing, quality control, and production.

In addition to the above responsibilities, the supervisor
must maintain infqrmation regarding worker activities,
productivity, program expenses, wages, and job development.

This article is made available by the Institute for Family Advocacy & Leadership Development
and cannot be used except for the sole purpose of research and study ‘
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SESSION FIVE: SUPPORTED JOBS MODEL

Obiectlves

Participants will be able to:

a) Describe procedures for supporting people with
disabilities in long-term jobs.

b) Define employment outcomes' for people with disabilities.

c) Describe the range of trainer skills required.

d) Tdentify cllents for whom the service is an appropriate
option.

e) Identify training issues related to supporting people in
generic employment settings

) Describe procedures for ensuring that people with

disablilities have valued jobs and interact with
non-disabled co-workers.

Ce”“/“’"ﬁ fos Hw -5 dissta.
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COMPONENTS QF THE SUPPQRTED JOBS MODEL

Staff in Supported Jobs companies are responsible for five
major areas of accomplishments, in order to ensure that
people with disabilities continue to hold valued jobs. These
are: :

1. Paid Emplovment Opportunities Available.

The Supported Jobs company s main purpose is to find jobs
for people with disabilities, and to provide on-the-job
support. A necessary condition for achievement of this
goal is the procurement -of jobs. Specific tasks aimed at
finding and keeping jobs include conducting a market
analysis, developing marketing materials, approaching
employers and establishing procedures for ensuring that
jobs offer desirable working conditions.

2. Hork Requirements HMet.

Once a job has been obtained the Supported Jobs company
and supported employee must ensure that the work is
completed to the employer s satisfaction. Adequate
performance can be measured in terms of quality and/or
quantity (or productivity). Initially, the tralner or
instructor providees maximum assistance, which is gradually
“faded” until the supported employee is competent in the
job. An important asgpect of this accomplishment is
ensuring that work performance is maintained when the
instructor withdraws from the Jjob-site to provide long
term but intermittent support.

" 3. Emplovees Integrated.

For most people one outcome of working is developing
friendshipe and generally participating in the community.
The supported employee will need assistance in developing
social contacts and in establishing a daily routine (e.g.
at lunchtime) which will maximise social and physical
integration within the workplace and local community.

Motk 4 confamy anook e 1008 funded
durp
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The Supported Jobs company provides people with
sufficient support to ensure their success in a job. On-
the-job training is a large part of this support, but
there is also a need for other assistance including
transport, legal paper work and liaising with the
supported employee s family/residential staff.
Individual planning provides a basls for this additional
support and ies always conducted in association with the
supported employvee.

Ongoing Support.

In order to support service delivery to people with
disabilities it 1s important to have the Supported Jobs
company formally established, with policies and
procedures in place. This includes meeting legal
requirements, as well as developing day-today office
procedures. Because there is an emphasis on all staff
participating in the company & adminlstration,
implementation of standard procedures is particularly
important.

{+ Filg Number: Loag 1.
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SESSTON SI1X: ENCLAVE MODEL

Ohjectives
Participants will be able to:
a) ldentify clients for whom the service is an appropriate

option.

b) Define the roles/responeibilities of the host company,
support agency and people with disabilities.

¢) Identify employment outcomes for people with disabilities.

d) Describe procedures for ensuring that people with'_
disabilitles interact with non-disabled co-workers.

This article is made available by the Institute for Famil i
y Advocacy & Leadership Develo
and cannot be used except for the sole purpose of research and stﬁdy pment
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THE ENCLAVE MODEL

The Enclave Model is designed to enable small groups of six
to eight people with moderate to severe intellectual
disabilitlies to be emploved within ordinary industrial
settings among non-disabled people. An exlisting industry
directly employs people with disabilities to perform
manufacturing work. However, a specialised supervisor/trainer
is provided by the Enclave service organisation. Employees
with disabilities are initially paid at award wages according
to productivity, but frequently earn full award salaries
within a short space of time. Employvees receive all the
employment benefits of their non-disabled co-workers.

The Enclave Model is an operational example of a Personnel
Employment service, as 1t uses the host company s overheads
but provides the support necessary to keep people with
disabilities in employment. The Model has the advantage that,
within a large industrial setting, the type of work remains
relatively stable so that people with more severe
disabilities have access to a steady, familiar workflow. In
addition, intensive supervision is available on a permanent
basis, vyet employees still participate in an ‘integrated work
setting.

To date there are no S.T.P. enclaves in Australia. However,
the model is being developed and employed by the Specialised
Training Program, University of Oregon , U.5.A. and Trillium
Employment Services. Trillium is a not-for-profit company
which supporte an enclave operating in a major U.S5. medical
firm, producing life support systems.

This article is made available by the Institute for Family Advocacy & Leadership Development
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THE ENCLAVE MODRIL

The Enclave Model is built upon one successful employment
program developed by Trillium Employment Services, U.5.4.
This approach provides ongoing long-term support within an
electronics industry for employees considered unready for
competitive employment because of the severity of their
disabilities. The goal of the Enclave at Physio-Control is to
provide work and wages within a typical company to eight
adults considered moderately or severely intellectually
disabled. The process by which this goal has been obtained:
is briefly outlined below:

1. State and Local Planning. The Washington State
Developmental Disabilities agency and community service
system planners were strongly encouraging the development
of integrated employment models. State guidelines and
funding mechanisms for day services to adults are flexible
and support alternatives to current_segregated'approaches.

Physio-Control, a Washington corporation, expressed
interest in the concept. A working agreement with Physio-
Control was signed in May, 1883. The agreement included
the creation of a new production line within the company
for the purpose of employing eight workers labelled as
having. severe disabilities. The workers were to assemble
bio-medical equipment, primarily heart defibrillators.
The approximately 909 employees in the Redmond complex
include 250 assemblers. '

2. Support to Physio-Control. A third-party support
organisation was formed (Trillium Employment Services).
This organisation worked in conjunction with Physio-
Control in identifying and screening potential
supervisor/trainer applicants. A qualified guperviscor was
hired initially as an employee of Trillium, and has since
become a permanent Physio~Control employee.

Trillium provides the support necessary to sustaln enclave

emplovees. In addition to supervision and training this —
includes all administrative and legal functions

surrounding employment, any extraordinary case management,

program monitoring, reports to the funding source, and

training of other Physlio-Control employees. In short,

Trillium facilitates a typlcal employver-employee

This article is made available by the Institute for Famil i
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relationship between the workers and the company.

3. Job and Worker identification. Jobs were identified for

the production line and employees that met the minimum
criteria were referred to, screened by and hired by
Trillium with input from Physio-Control. Workers were
people not typically considered to be "job ready”. The
workers were integrated into the regular production
workflow from the outset.

Physio-Control continues to expand the possibilities for
higher worker wages, increaged levels of enclave/company
interaction, and reduced public costs. Recent activities
include hiring the Trillium supervisor as a Physio-Control
employee; redefining entry-level productivity criteria to
enable the hiring of workers as early as possible;
encouraging additional Physio-Control managers to become
involved; and moving workers to other production lines to be
able to add workers into the Enclave. From these
demonstration activities, the elements of an enclave model
are emerging. Four major components have been identified,
based upon the demonstration at Physio-Control and other
experiences in the development of model vocational services.
These include: management strategy, industrial support,
training and habilitation, and evaluation. The
characteristics of each are briefly described below.

1. Management Strategy. A third party, which may be a not-

for-profit organisation, is used to advocate for both
public and consumer interests with the company at which
the program is based. While the design of the program
depends greatly on the expectations of the company, there
are desirable features from the perspective of the service
system and the consumer. The third party organisation
negotiates with the company to ensure a supported
employment that reflects equal pay for equal work, ongolng
access to work, maximum integration within the workplace,
and equal treatment within most routine company practices
auch as hours worked and lunchtimes. Not-for-profit
organisations supporting the industry-based model are
controlled by a local board, and negotliate the operational
objectives for the program with the company. The
importance of this component is 1n 1ts establishment of
the systems required to clarify and maintain the mission
of the enclave. It remains flexible in providing whatever

This article is made available by the Institute for Family Advocacy & Leadership Development
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gupport is needed over time. This component also gerves
as a link between the employer and government funding and
regulating agencies, allowing the employer to avold
expensive paperwork and coordination tasks that could
inhibit participation.

Industrial Support. This component of the model is
designed to assist companies in making any required
adaptations within their production systems. Procedures
reflect the needs many companies will have for:

a) adjustments in internal production systems such as work
allocation for job design.

b)_training of non-handicapped peer employees, and

c) auxillary sgupport services such as transportation to
and from work, taking advantage of tax credits, and
‘mazimising the public relations of the workers. The
role of this component is to establish efficlent
procedures designed to provide the company with the
basic capacity to employ workers Wwith severe
disabilities.

Training and Habilitation. The procedures in this third
component support training interventions to increase Jjob
skills, address low productivity or improve behaviours
that are unacceptable within the working enviroment. These
interventions must include empirically-supported
procedures such as those described by Bellamy, Horner, and
Ingham (1979), to facilitate and maintain the acquisition
of required skills and work rates, and provide for ongoing
accountability within the context of individual
habilitation planning meetings.

Evaluation, The final component of the model is the system
that allows documentation of each worker s habilitation
and production activities, and the costs of employment
support. Procedures used by the model will facilitate
individual worker decisions, program management, and
public evaluation. People supervising enclave workers must
have the technical capabilities to train workers to
rapidly acquire the skills required for successful
performance in the work setiing.

This article is made available by the Institute for Famil i
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SESSION SEVEN: SETTING UP A SUPPORTED EMELOYMENT SERVICE

Objectives

Participants will be able to:

a)

b)

g)

Discuses the Supported Employment optlens relative to the
needes of people with disabilities.

Outline the taeks included in developing a supported
employment option.

"List the managément tools required to develop and manage

an employment service.
Define the outcomes of a Supported Employment Service.

Discuss the role of quality asesurance in developing a
serviee.

Develop an initial plan for establlishing an employment
Service

Define the role of the Work Support Centre.

. . FileNurnber: 1 O 2Ly 1.
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COMPONENTS OF THE SUPPORTED EMPLOYMENT (SE) JOB HMODEL

The Supported Employment Job Model has five components:
managing the organisation to provide ongoing support,
providing paid work opportunities, meeting work requirements,
co-ordinating services and achieving integration.

l.mmmmmmmmm

Management is both internal and external. Internal management
functions performed by the staff include day-to-day
operations and legal/financial stability of the program.
External management functlons are performed by the Board of
Directors and include the adoption of policies, planning and
monitoring progress toward objectives, and the final ethical,
legal, financial and moral responsibilities of the program.

2. Providing Pald Work Opportunities

Companies using the Supported Employment Job Model must
operate as successful buslnesses in order to provide paid
work opportunities to employvees with severe disabilities. The
model includes procedures and standards for market analysis,
planning, sales and bidding. As with all STP models,
marketing is based on the presentation of a positive business
image to the community.

Data collection, processing, and use in decision making is a
oritical component of Specialised Training Program models.
The Information System 1is used to record habilitation,
production, and financial information for daily and monthly
use by direct service staff, administrators, employees and/or
advocates, funding agencies and STP staff.

3. Meeting Work Requirements

This component is concerned with organising work and
supervision designed to produce and maintain work behaviour.
it is assumed that employees willl not enter +he program with
all the skills necessary to become independent, productive
wage earners, and that behavioural change will occur only as
a _function of direct intervention by the staff. Procedures

This article is made avaifable by the Institute for Family Advocacy & Leadership Devslopment
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include task analysig, vocational training and supervision as
well as production scheduling, quality control, and other
production procedures.

4. Co-ordinating Services

Thie component includes procedures for selecting and hiring
emplovees and planning and maintaining emplovee services. The
Supported Employment Job Model recognises the importance of
the individual habilitation planning process to plan and
manage individual services.

The model complements work opportunities with a variety of
community activities which relate to the general time and
place of work. Procedures are included for locating community
options, analysing activities and training and maintalning
performance in community activities.

The supported Employment Job Model provides a framework for
organising services to deliver training and employment to
people with severe digsabilities. The major objective of the
model is to create a positive work environment in which
people with severe disabilities can acquire and use
vocational skills to earn a meaningful wage.

Important characteristics of supported emplovment are: &
focus on long term employment, priority to people with the
most severe disabilities, an emphasis on productivity and
wages, and provision of ongoing employment support.
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CHANGE TO
SUPPORTED
EMPLOYMENT

ORGANIZATIONAL

Generate Access
To Work

—® Conduct market analysis

Create marketing plan

Obtain job commitments

Set up business specializat

AR File Number: HOPM 1
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ORGANIZATIONAL
CHANGE TO
SUPPORTED
EMPLOYMENT

1 Staff

—® Provide information on

Develop role changes

Qualified

Provide training

opportunities for role
changes

Select personnel

Re-define roles for staff
in present structure

Create staff incentives

S e Number: { O 81
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SESSIQON EIGHT: FEASIBILITY STUDY AND DISCUSSION

Qbjectives
Participants will be able to:

a) Prepare an inltlal feasibility study

b) List the relative advantages/disadvantages of each of the
four supported employment models

<) Discusas issues relating to employment services
d) Discuss issues of service co-ordination

e) Define employment as a valuable and legitimate outcome for
people with severe disabilities
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Table 4.1. Sumnary of accomplishments and major start-up needs for supported employment

!

Accompl ishments '

Major start-up needs

//xﬂ

I. Establish organizational
capacity to deliver support.

A. Establish an organization for
providing ongoing support.

B. Obtain funding to establish and
operate the program, '

C. Establish staffing and personnel
systems.

1]

0. Establish management systems:
a) Financial policies and procedures’

b} Organizaticnal ptanning and evaluation,

——

I1. Establish ongoing support
services for employees
with disabilities.

A. Establish selection and hiring process
for individuals who will receive support.

B. Complete selection of employees with
disabitities.

C. Complete individual service planning,

0. Conplete pre-eaployment logistics.

ITI. Obtain pald employment
opportunities.

A. Identify prospective companies.

B. Sectre work commitment.

IV. Establish capacity to perform
work to meet employer
requirements.

A. Develop staff skills.

B. Obtain equipment.

C. Complete job design and analysis.

., Train employees.

Y. Establish Integration
opportunities.-

|
I
|
I
I
I
I
[
I
I
I
I
I
I
|
I
I
I
I
I
|
|
l
I
I
|
I
l
|
I
I
|
|
I
|
l
I
|
|
I
I
I
I
I

A. Establish ohboffunity for integration.

B. Mnalyze physical and social {ntegration
opportunities.
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