Leadership in Employment for
People with Intellectual Disabilities

Making progress toward real jobs for
people who are likely to be excluded
from genuine participation in the labor
market because of intellectual disability
means crossing the threshold from an
approach to service that aspires to
occupy people’s time in a protected, (&
pleasant) setting and learning to function
in 2 new space, where the aim is to
discover & support satisfying ways for
people to earn a proper wage in an
ordinary job. This move calls for

principled, creative leadership.
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Why work!? (according to People First members)

To make money
To do or make something useful & interesting
To be part of a good company
To learn new things
To put some shape in your day
To do the same things as any other adults
To meet some people
To be more independent

To stop for a drink after work (just one)



The Myth of Ineducability

People can’t learn to be productive
& successful at work

The Curse of Certainty

Professionals can reliably predict who is
employable & what situations present
unmanageable risk.

The Myth of Unacceptability

Employers & co-workers can’t learn
to accept & support people with
disabilities.



40 Years of Accomplishment Shows That

People can work at typical tasks
People can work in ordinary workplaces

People can work individually in ordinary

And
workplaces
apparent
Co-workers & employers can help people impairments
succeed are poor

People can work in individually meaningful  predictors
jobs

People can be self-employed
. . People & allies
Employers can customize jobs

Congregate day services are not necessary

Employers & Assistants &
co-workers innovators




In 2002 the

last remaining
sheltered
workshop in
Vermont
closed after 35
years of
operation.

]

Best Practices Award—
Kelley Homiller and Jodi Whalen

In 2002, the last re-
maining sheltered work-

- shop in Vermont closed
' after 35 years of opera-

~tion.
ship and guidance of

Under the leader-

Kelley Homiller and Jodi
Whalen, Champlain Vo-
cational Services has
taken the next step In
the conversion process:
the transition 10 commu-
nity-based services. Peo-
ple are getting commu-
nity jobs and becoming
fully integrated mem-
bers of their society.
Kelley and Jodi have
also been able t0 secure
funding to increase job
development and em-

Helley Homiller & Jodi Whalen
Vermont

ployment supports. They
have both been active
members of business
groups, developing a
newsletter about SE ser-
vices distributed to local
employers and utilizing
Jodi’'s marketing skills 10
create Innovative mar-
keting matenals t0 pro-
mote their services In
the community. They

have opened new Op-
portunities for SE as a
result of these efforts.
As the doors of the shel-
tered workshop closed,
the doors to community
opened. The leadership
provided by Kelley and
Jodi along with their un-
compromising values
and determination have
been a shining example
of the values and phi-
losophies held by
APSE.  Senator James
Jeffords wrote, "As we
close this chapter on
work centers in Vermont,
| hope that we encour-
age others to follow VI's
lead 10 a place where all
of us work side by side.”

www.apse.org/documents/
summer2006FINAL.pdf
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What It Takes To Make Progress

Relentless commitment to real jobs

Insane expectations of our capacity to overcome
barriers & solve problems

Sustained investment over time
Personal & organizational responsibility

Deep & painful inquiry into coherence
of values & action



40 Years of Accomplishment, BUT

Unemployment, underemployment rates from 55%-
/5% among people with disabilities, always higher
among people with ID.

> 30% of adults served by DD system employed in
community workplaces

Many fewer working full time, acquiring benefits,
earning a living wage

Employment supports are decreasing vs increases in
day programs & “‘community experience”

Transition rates from work preparation programs
>2% per year



Some people are stuck in “work experience” that offers...

A turn at placement in a job developed (& perhaps funded) to
provide many people “work experience” rather than one person
a chance to discover what works for them at work

Little if any connection to the person’s job interests & no
meaningful way to inform a career plan

Few hours work for a limited time, regardless of person’s desire

Little or no prospect of further employment after the work
experience

Limited if any adjustments or systematic instruction customized
to individual impairments (so limited access for people with
severe disability

Low or even no pay on the same terms & scale as other
employees (or interns)

Risk of stigma: being seen as “unable” or “inferior” because the
request is for “work experience” rather than a real job



Work experience can be like a ride on a carousel: it may be
enjoyable, but you have to wait in line for it, it doesn’t last
too long, and you finish up where you started. This is great
for an amusement but not so good as a way to get a real
job that suits who you are. Sometimes what happens next
is that you stand in line for another carousel ride instead

of getting on with your life.



s it because people choose not to work!?

Alberto Megliori (2007)* interviewed
210 adults with 1D

|85 family members or caregivers
224 staff members

from |9 sheltered workshops

* www.apse.org/documents/falladvance2006.pdf
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Person would prefer to work in community

integrated employment

People with ID 867%

Family mgmbers/ 739
caregivers

Day program staff 71%

Megliori (2007)



Has anyone ever encouraged the person to

pursue community integrated employment!?

People with ID 547% yes

Family mfembers/ 60% yes
caregivers

Day program staff 40% yes

Megliori (2007)



Experience with jobs outside the workshop

More than one work 1 49,
experience

One palFI work 20%
experience

No paic.l work 66
experience

Megliori (2007)



Family/ caregiver concerns

Transportation 69%
Safety 69%
Long-term placement 667%
Convenience of work hours 59%
Retention of benefits 57%
Work skills requirements 55%

Social environment

55%

Megliori (2007)



Mindset Matters

One straightforward leadership practice is to greatly
improve the chances of success by consciously adopting
a growth mindset. Dweck’s research demonstrates that
this apparently simple perspective shift has great

leverage to improve performance.

It matters to employment for at least two reasons: |) it
encourages us to see people’s capacities as open to
development with sustained effort; 2) it discourages us
from framing issues we could learn to improve as
completely out of our control. If we follow Professor
Dweck’s advice we’ll say,"How can we deal more
effectively with family concerns?” not “Families are

opposed.’

Professor Carol Dweck

www-psych.stanford.edu/~dweck/

MIND

THE

NEW

—_— PSYCHOLOGY
OF

SUCCESS

CAROL. . S. DWECK., PHZD:




Fixed Mind-set

Intelligence is static

Leads to a desire
to look smart

el therafore &
tendency 1o,

CHALLENGES
OBSTACLES
EFFORT
«see effort as
fruitless or worse
CRITICISM
ipmore useful
n:;l.i?:: feedback
SUCCESS OF OTHERS

.feel threatened
by the sucoess
of others

As aresult, they may plateau early
and achieve less than their full potential.

All this confirms a deterministic view of the werld.

Growth Mind-set

Intelligence can be developed

Leads to a desire
ta learn and
therefore a
tendency to_.

~persist in the

face of setbacks

Wsee offort as
the pathtu mastery

.Jearn fram
criticism

www.stanfordalumni.org/news/magazine/2007/marapr/features/dweck.html

..Jind lessons and
inspiration in the
success of others

As a result, they reach ever-higher levels of achievermnent.

All this gives them a greater sense of free will

GRAPHIC BY MIGEL HOLMES
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We may think of employers as unwilling to hire.
This fixed mindset understanding traps us.
Let’s consider...

...choosing a & setting to work learning how we can
make at least some progress, starting with how we frame the question

...signs that some influential people are awake to the contribution
people with ID can make (business people are far more influential with
business people than service people can ever be)

...the possibility that we are doing things that turn employers off (e.g.
selling subsidies may send a message that people are inferior workers
who will bring increased government involvement in the workplace).

...what research has shown us is most effective
...the possibilities in re-arranging incentives

...the power of commitment



...starting with how we frame the question

Michael Callahan points out that we may misguide ourselves when we think of ourselves as
looking for existing jobs in which people with very substantial disabilities can compete.We have
more options when we think of ourselves as negotiators of opportunities for contribution.

From

“How many ways can we

“How do . .
. negotiate a customized
people with . :
g job by offering employers
significant . L
e discrete contributions
impairments .
that relate to specific
compete for .,
. work-place needs!
jobs!?

Of course, many people with ID who are unemployed or underemployed are capable of
working “competitively” as long as they have access to reasonable adjustments and good
instruction. Customized employment is for those people many now think of as “too disabled to

every work”.



...look for & build on signs of awakening to the

contribution of people with ID

Bestselling management
authors

The
Simple Truths

of Service

| =
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PROJECT SEARCH ... Erin Riehle

“When Annie Sublett
smiles— which is often-
it is easy to see how
much she loves her job
in the dental clinic at
Cincinnati  Children’s
Hospital Medical Center.
in the past five years
she has missed fewer
than five days of work.”
Annie, who s a valued
membear of the hospital
team, entered her job
through Prgject Search,
an innovative supported
employment program at
the Cincinnati Children’s
hospital. At work Annie
“expertly identifies the
nearly 200 shiny instru-
ments she sterilizes and
sorts daily.” (Family Circle,
9/17/02) . While telling
Annie’s story and that of
other supported employ-
ees working throughout
the hospital in Cincin-
nati, this article was
really a tribute to Erin
Riehle, whom Family
Circle designated t0 be
among their Women
Who Make A Difference.
In 1997, APSE recog-
nized Cincinnati Chil-
dren’s Hospital Medical
Center for their support
of Project Search with
the MNational APSE Em-
ployer of the Year Award.

Project Search was
initiated in the mid-
1890's at Cincinnati
Children's in partnership
with Great Oaks Institute
of Technology and Ca-

rear Development and
Hamilton County MR/DD
as a solution 0  per-
formance problems that
plagued the efficient
operation of the emer-
gency department — re-
stocking ER supplies in a
timely and dependable
manner. As Director of
the Emergency Depart-
ment, Erin found it no
problem to fill these en-
try-level jobs with stu-
dents and other part
time workers. But their
turmover was continu-
ous, and the repetitious
though critical work of
restocking ER supplies
was not valued nor relia-
bly performed. The solu-
tions that Erin designed
have grown into an im-
pressive  demonstration
of how a large business
can effectively infuse
supported employment
intd the center of the
workplace, creating new
job opportunities  for
supported employees
and workplace solutions
for the company.

Her efiorts were as-
sisted by a 1995 Ameri-
can College of Health-
care Executives policy
statement encouraging
affiliates “to take the
lead in their organiza-
tions and their coOmmuni-
ties in creating working
environments that en-
hance the opportunities

of persons with disabili-
ties to gain and maintain
employment™. Adopted
by Cincinnati Children's
Hospital, the policy
statement gave Erin the
flexibility tO explore new
employment options.
She realized that while
virtually every child with
a disability is a customer
at Children's at some
point in their growing
years, they ancounterad
almost no role models
with disabilities among
the staff they saw. Pui-
ting these factors to-
gether, she recognized
that the solution t0 her
staffing problem could
also help fulfill the diver-
sity mission of her hospi-
tal in a more complete
way.

The idea for Project
SEARCH was bomn - a
program that strives to
help people with disabili-
ties achieve their fullest
potential and improve
their qualty of Ilife
through meaningful em-
ployment.

Project SEARCH pio-
neered an  inngvative
model of collaboration
betwaen education, em-
plovers, and rehabilita-
tion services. Jobs are
in fully in¢lusive settings
- individuals are hired
by the hospital and sup-
ported with Company
employed disability
{(go o page &)

Erin Riehle has be-
COme 3 popular con-
ference speaker and
trainer on the suc-
cessez  of  Project
Search.

Project Search
educates
employers
about the
potential of an
under-utilized
workforce
while meeting
their human
resource
needs.

“l enjoy coming
to work every
day because it
makes me feel
like | am giving
something back
to the hospital
that has given
50 much to
me.” Mary Bodie

Marty Eckess job is
data entry in Patient
Services.

Gretchen Eoetter-
works in the hospital
Service Center.

specialists. Through
Project SEARCH workers
with disabilities at Cin-
cinnati Children’s Hospi-
tal have been SUCCess-
fully employed in a vari-
ety of areas such as
sterilization of surgical
and dental tools, patient
greeting and escort,
data entry, supply cart
and cabinet stocking,
grounds keeping, and
lab courier services.

From an employers
perspective, employees
in the Project SEARCH
program are successiul
for several reasons. They
demonstrate  improved
performance in typically
high-turngwer, entry-level
positions (such as the
ER stocking jobs), have
lower absentesism and
have been rated highly
for their work ethic, ac-
curacy, and enthusiastic
attitude. The program
has helped the Hospital
achieve its diversity ob-
jectives and has re
sulted in extensive local
and national acclaim for
its efforts.

Project Search is ex-
panding beyond Chil-
dren’s Hospital, success-
fully replicating itself in
other markets. It carries
a solid message about

the value of adding sup-
ported employees AND
the necessary support
Project SEARCH
“focuses oOn  non-
traditional jobs, and pro-
motes full inclusion in
the workplace for young
people with intellectual
disabilities by recogniz-
ing that the talents and
interests of this group
are as varied and indi-
vidual as they are
among any group.”

Just as Children’s Hos-
pital did, participating
companies hire their
own job placement, job
coaching and follow
along professionals,
which enables them to
function as a single con-
duit for the organization
and delivery of SE as an
integrated part of the
work site.  Under this
approach, SE profession-
als are inherently famil-
iar with the culture and
workforce needs of the
employer, and with on-
site support, each staff
member c¢an effectivaly
handle a largér cCase
lpad with more cost effi-

ciency.

Meet Mary Bodle

Mary Bodle, a patient es-
cort at Cincinnati  Chil-
dren's  Medical Center,
began her career in health
care as a student in Pro-

ject SEARCH five vears ago.

She bégan by job shadow-
ing a variety of office jobs
as well as patient trans-
porters at the hospital
She joined the patient es-
cort team in 2001 When
she received the 2005
patient escort team merito-
ridus award, Mary stated, “/
love meeting the patients
and their families from all
over the world. | never
know what surprises are
around the comer, be
cause each and every
transport is a different ex-
perience. Knowing that |
have helped them in gel-
ting to their appointment
or a test safely is a great
feeling. Best of all | enjoy
coming to work every day
because it makes me feel
like | am giving something
hack to the hospital that
has given so much to me.”

www.apse.org/documents/falladvance2006.pdf
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effe Ctive, fO ' exXxam P I e: outcomes. Mental Retardation, 38(6), 506-516.

Mank, D. M., Cioffi, A. R., & Yovanoff, P. (1999). The
impact of coworker involvement with supported
employees on wage and integration outcomes. Mental
Retardation, 37(5), 383-394.

1 Mank, D., Cioffi, A., & Yovanoff, P. (1998). Employment
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Mental Retardation 36(3), 205-216.

I n CI IVI CI Lla,l ized COm Petitive Em Ploym ent Mank, D., Cioffi, A., & Yovanoff, P. (1997). Analysis of
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supports, and wage and integration outcomes. Mental

for 450 people assisted by |3 agencies Retraaton, 353, 185.197

Mank, D., Cioffi, A., & Yovanoff, P. (1997). Patterns of
support for employees with severe disabilities. Mental
Retardation, 35(6), 433-447

Overall, more severe disability predicts that you ...

_earn less

_have fewer interactions with non-disabled
co-workers

_have less access to work

.have jobs seen as less desirable



Overall, more severe disability predicts poor quality

But

In a sub-group of agencies, people with similar,
substantial needs for assistance...

___earn more
___have more interaction

...at better quality jobs



Combined practices that predict better quality for people
with more severe disabilities

* More typical path to work
* More typical work conditions

* Fewer hours of staff support and more co-worker
support

* |mmediate informal co-worker training & available
active consultation



...look at our own performance information

Which way of organizing service offer people the best
opportunity to earn?

Range of Monthly Earnings

Specialized Group Individual
Industry Employment Employment
Range $ $0-700 $20-1,470 $160—-4,380
People 459 153 568

King County, WA 07/02



Distribution of Monthly Earnings

Specialized Group Individual
Industry Employment Employment

<$500 447 104 120
$501-1,000 12 46 160
$1,001-1,500 3 154
$1,501-2,000 o1
$2,001-2,500 33
$2,501-3,000 8
>3,000 2

King County WA 07/02



...possibilities in re-arranging incentives

An Ohio pilot project paid Employment Agents
on commission. In the first year:

28 people got jobs with 26 employers

People earned $3.30 for every dollar invested
in the project

For every dollar paid to an Employment
Agent, people earned $20.37 in wages.



How do I get started:
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The power of commitment



Supports to maintain gainful employment in

integrated settings in the community shall be the

primary service option for working age adults.
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Supports to maintain gainful employment in
integrated settings in the community shall be the

primary service option for working age adults.

25 years to prepare the ground

Significant tension with current reality

For a case study on the groundwork put in place before this policy was formulated, see www.communityinclusion.org/
article.php?article_id=140&staff id=2
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Laying a strong foundation in debate over the meaning of values statements.
(Skeptical) parents & family members as leaders
Organize business leaders & raise the profile (“Sort Bill Gate’s mail”)

Include everyone in the goal. Invest in people with substantial needs for
support.

Government & unions as early adopter of naturally supported employment

Partner with schools to generate job outcomes (Goal: everyone graduates
with a real job.)

Partner with more generic workforce initiatives, but don’t give up an active
role & ultimate responsibility for those who do not have good outcomes

Develop new roles & new expertise to deal with arising issues (e.g. Benefits
Analyst, Personal Agent)

Address family concerns forthrightly



Entrepreneurlal Award—Jeffrey McNary

Jeff and sister, Sherry-
Washington State

Jeffrey McNary of Seat-
tle, WA 15 the sole pro-
prietor of Doc Destruc-
tion, a document shred-
ding business in down-

town Seattle. Jeff has
been In business for
himself for three years.
Jeff was in a sheltered
workshop for thirty years
in a program for people
with “behavioral chal-
lenges”. For the last five
years Of his time in that
program he sat by the

front door each day with
his coat under his arm
waiting to leave. With
the help of King County
Developmental Disabili-
ties, Jeff's sister, Sherry
McNary, convinced the
workshop to provide a

job coach in the commu-

nity, and she procured a
shredding job for Jeff at
a local condominium
association. Jeffrey fin-
ished what the associa-
tion thought would be
nine months of work In
three months. Jeff and
his team next negoti-
ated with King County
Developmental Disabili-
ties 10 sublet an office in
a building in downtown
Seattle. Jeff started the
business with no formal
funding. Later, Jeff ob-
tained funding from VR

to purchase an industn-
alized shredder. Almost
immediately after leav-
ing the workshop, lJef-
frey's “behaviors™ plum-
meted. He started mak-
Ing new friends. A new
community formed
around him in the build-
ing, with his customers,
and in his office. His
next goal is 10 pay for
business expenses AND
for a portion of his job
coaching.

“Jeff McNary is living
the values that animate
APSE. The journey from
the back room in an ac-
tivity center to his own
place of business de-
fines the journey that
the founders of sup-
ported employment visu-
alized for the whole
field.”

The
Entrepreneurial
Award recognizes
outstanding
achievements in
self employment
by individuals
who own and
operate their own
successful
business and
have a more
empowered
lifestyle as a
result of this
effort.






