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Jobsupport strongly supports the establishment of the Centre of Excellence (CoE) and
welcomes the opportunity to have input. We have long held, and expressed, the view that
understanding and disseminating best practices will lead to higher outcomes.

We understand that the CoE has a broad brief including Supported Employment (and
presumably other NDIS employment activities) and Workforce Australia. The comments
below refer to DES, but also have wider applicability.

We would like to make five key points regarding the CoE.

e First, the overriding objective of the CoE, and its key performance criteria, should be
to lead to improved open employment outcome rates while maintaining high client
satisfaction. It is essential that the CoE builds the resources to provide rigorous data-
based advice and practical assistance to DES service providers to continuously
improve their outcomes. Such a clear objective is essential to ensure the CoE is a
valuable use of government funds.

e Second, we recommend that in addition to consulting with people with disabilities,
service providers and other stakeholders, the next few months is spent investigating
and learning from past and current similar initiatives. This will assist in
understanding the possibilities and constraints that the centre may face. Two CoE
entities have been operating overseas for several decades. These are:

o The Rehabilitation Research and Training Centre (RRTC) at Virginia
Commonwealth University. This Centre has conducted action research
projects to demonstrate the employment potential of groups including
intellectual disability and autism since the 1980s. The RRTC has also provided
technical assistance to services across the USA and internationally.

o The Individual Placement and Support (IPS) Centre for people with a
psychiatric disability.

e Third, it is important to recognise that even with the additional information
potentially generated by the CoE, improving DES performance will require both a
continuation of consequences for poor outcomes (a reason to change) along with
evidence-based advice and practical assistance for providers (a means to improve).

o Jobsupport received an innovation grant in 2012 to provide technical
assistance to nine DES services. The initiative achieved limited outcomes but
provides some useful learnings. All the services were complacent and
reluctant to implement significant change. Three of the nine became willing to
change after the announcement that services with poor Star Ratings would


mailto:philt@jobsupport.org.au
mailto:COE@dss.gov.au





Commonwealth Innovation Fund Project
Ref: #NATR1070

Training and Technical Assistance in the Disability Employment Sector

Evaluation Report

February 2013

Prepared by Professor Ian Marsh, Mr Phillip Tuckerman, Mr Paul Cain and

Professor John Kregel®

1. Introduction

II. Participant and sponsor evaluations of the training modules

III. Technical assistance and agency performance

IV. Managing Change: benchmark and participant agencies contrasted

V. Conclusions and Recommendations

1 lan Marsh is an Adjunct Professor, Australian Innovation Research Centre, University of Tasmania, and the
ANZSOG-ANU Institute of Public Policy at the Australian National University; Phillip Tuckerman is Chief
Executive of Job Support; Paul Cain is Director Research and Strategy of the NCID; John Kregel is a Professor at
Virginia Commonwealth University.





L. Introduction

This project was conceived to evaluate the impact of a programme of training and technical

assistance (TTAP) on the performance of agencies in DES, specifically for clients with

intellectual disabilities. An expectation of success was based on Jobsupport’s own

experience. TTAP has been central to its approach to performance management and the

results, in terms of relevant metrics provide promising evidence of its effectiveness.

pension offsets excluding GST

Jobsupport National Intellectual
Disability Average

26-week outcome rate at 6/1/12 78.8% 26.8%
Ongoing retention at 6/1/12 85% 76.9%
Weekly wage at 31/12/09 $344 $260
Cost per 26-week outcome $32,935 $51,731
excluding GST
Net cost to taxpayer after $3,946 $11,410

Ten services were invited to participate in the training and technical assistance project. Nine

agencies accepted, all of whom had a significant engagement with clients with intellectual

disabilities (i.e. in total around 1300 clients who, in 2009, represented between 26% and 47%

of total case loads).

At the outset, the findings of this report can be summarised in four basic propositions:

e First, the learning from this project is significantly different from the expectations that

guided its inception. The results do point to the potential of training and technical

assistance to enhance the performance of individual agencies and to improve outcomes

for both taxpayers and clients. But the conditions for this outcome are more complex than

was originally imagined and indeed require further exploration. There is evidence of

promising developments in three of the participating agencies. Their top managers

embraced change programmes in 2011 and these are being progressively implemented.
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Because change was implemented late in the contract period, results are not yet apparent
in placement outcomes. But there is clear evidence of strengthened organisational
capabilities in a number of critical areas (the details are discussed later in this report). If
these changes are consolidated in organisational practice, enhancement of performance
can be expected. Meantime, the gains from even partially closing the gap between high-
performing and under-performing agencies clearly establish that the pay-offs for
taxpayers are potentially very substantial — as are the benefits in terms of outcomes for

citizens with disabilities (e.g. Jobsupport summary data already cited).

Second, the project provides clear evidence that offering technical assistance to services
that are not yet ready to implement change is unlikely to be successful. For a variety of
reasons, six of the nine services did not fully grasp either the imperative or the
requirements for implementing change and those that did took this step too late to achieve
significant improvement during the life of the project. As US experience attests, the lead
time between adoption of a new capability and its impact on agency performance/
placement outcomes is between 12 and 24 months. In general, as explained in detail later,
this project cannot be regarded as a reasonable test of the impact that technical assistance
can make on services that are prepared to accept assistance and implement change.
According to a leading change theorist, John Kotter (1996) 70% of change eftorts are
unsuccessful. Kotter suggests that two main causes of failure are first, complacency -
where previous good performance means that the need for change is not recognised; and
second, false urgency - where the need to change is recognised but anxiety levels are so
high that there is a failure to prioritise and to focus on and implement the most important
changes. We believe both factors figured in the responses to a new contract context of

agencies in our sample.

Third, it is clear that organisational change, which is an essential dimension of an
effective training and technical assistance programme, is a complex and problematic
activity — involving four necessary and sufficient elements: first, recognition of the need
for change on the part of top management; second, direct commitment to the process by
top management; third, a plan of action; and fourth, follow-through in training, reporting
systems etc. In the case of DSS ESS services that averaged 4+ Star Ratings this involved
an early focus on four activities: first, maximising 13 and 26 week placements from the
beginning of the contract; second, an active approach to job search even if this resulted in

staff turnover; third, close supervision of job search activity; and fourth, a data system
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which tracked 13 and 26 week outcomes across each of the ESAs against local and

national averages.

In other words, organisational change is much more demanding, uncertain and protracted
than was recognised when the project was conceived. Perhaps the central lessons of this
evaluation lie here. Organisations are not likely to implement change until they recognise
the need. Providing technical assistance without management commitment to
implementation is of limited value. With the introduction of an outcomes framework that
includes consequences for non-performance, DEEWR has taken a critical step. If
technical assistance is to successfully complement this structural imperative to upgrade
performance, service involvement needs to be based on a process that demonstrates the
willingness of participating agencies to embrace change. In this respect, this project has
provided insights into how technical assistance might be provided more successfully in
the future — which we plan to explore further in a user-funded continuation of this

experiment.

e Fourth, both the staff who participated in the on-line training courses and their services
were complimentary about the on-line units. These focused on intellectual disability.
With the diversification of the client base of most DES services, both groups commented
that similar on-line courses focused on the other major disability types would also be
useful. Meantime, whilst the project’s training units are a useful resource and can be
offered on an ongoing basis, the full promise of a programme of training and staff
development will only be realised if agencies are willing to change existing practices so
that the new skills that are being created amongst staff can be applied. For this reason,

technical assistance is a desirable complement of training.

This program coincided with the conversion of DES to an uncapped programme, a step which
has been universally welcomed in the sector. The introduction of a focus on outcomes which
was implemented prior to this contract was also welcomed by many. US experience
establishes the importance of such a step as a threshold element in any wider programme to
enhance agency effectiveness. But the problems of transition are also well recognised. For

example, after assessing parallel US experience, Frumpkin (2001) concluded:





‘One of the biggest obstacles to the success of (outcome based payment systems) was getting
the non-profits to change the way they approached their jobs, from a process-oriented
mindset to an outcome-oriented one. ............ It is interesting to note that

non-profits commonly say that Milestones forced them to act in a more business-like
fashion..... Effective managers under Milestones have to be well organized in

order to deal with the many start-up issues that come up and, because of the nature of the
contracting system they must be particularly adept at managing money. Also, they have

to know their “business” inside out so that they are able to recognize a good job coach
from a bad one. The job coach is really the lynchpin of the whole process...... Perhaps the
biggest obstacle to the success of Milestones was changing the mindset of the non-profits.’
(emphasis added)

This observation is fully supported in our experience with this project. In trialling a
programme of training and technical assistance for agencies in the disability sector, the intent
was to demonstrate its capacity to enhance performance and thus improve outcomes for both
taxpayers and citizens. The trial programme focused on agencies and their participant citizens
with intellectual disabilities. This approach was fortified by a variety of promising but not yet
compelling academic studies of its impact on disability employment in the US . It was also
supported in the more general literature on innovation, which stresses the essential
contribution to innovation and continuous improvement of the wider knowledge system that

surrounds day-to-day organisational activity.

The literature on organisational change is equally, indeed especially, pertinent. It is very
cautious about the capacity of individual organisations to achieve change by bootstrap efforts.
Various factors work to impede radical or even incremental change, involving for example
inadequate leadership engagement and only partial analysis of the challenge - to say nothing
of the need to create determined commitment and follow-through. As already noted, this
literature suggests as many as 70% of change programmes do not succeed. One key reason is
the essential role of an overall change strategy — consisting of the four elements outlined
earlier, namely: recognition of the need for change on the part of top management; direct
commitment to the process by top management; a plan of action; and follow-through in
processes, training, reporting systems etc. Isolated or piecemeal changes that are not

integrated into a coherent approach are most unlikely to fulfil expectations.

This report covers impacts on the performance of participating agencies and staff, evaluations

of training, approaches to change and proposed next steps.





IL. Participant and sponsor evaluations of the training modules

The training programme was delivered in two tranches. In both tranches, two training rounds
were offered. In the first tranche, this consisted of five units; in the second tranche, four. This
change resulted from first round participant evaluations. As a result, Jobsupport and Virginia
Commonwealth University revised all course lesson materials. This resulted in a new four

lesson course structure:

Unit 1 - Consumer Assessment, Job Analysis and Job Matching
Unit 2 — Strategies for Job Development

Unit 3 - Job Site Support

Unit 4 - Ongoing Maintenance and Support

Taking the four training rounds in total, 209 staff completed the units. But there was a
significant difference in their composition. In the first two rounds, staff came only from the
nine services participating in the exercise; in the second round (which was opened to all

agencies in DES) participants were nominated by 19 agencies.

The course was delivered on-line and supported by interactive sessions with staff from VCU.

The evaluation involved a number of steps. First, a detailed questionnaire covering all
aspects of participant experience was developed. This invited comments on such elements as
stimulus and challenge; relevance to work; appropriateness of materials, workload;
effectiveness of delivery ete. This was distributed on-line at the completion of the program.
Second, on-site unscripted interviews were conducted with participants. And third, agencies
sponsoring participants to the third and fourth training rounds were circularised with a

questionnaire which sought to establish management reactions.

The overall consistency of responses across these three data sources reinforces confidence in

the findings.

Response rates were generally very satisfactory. Amongst participants, the questionnaire
attracted responses from 49% of participants in the first training round and 39% in the
second. The response rate to the third and fourth rounds was higher — 63%.

The profiles of participants were reasonably consistent between the two rounds. Around two-
thirds were frontline staff who had been in the sector for five years or less; indeed, a number

of agencies used the units as training programmes for new staff. The remaining third had





more than five years experience and in some cases held managerial roles. A significant
proportion had no prior experience of on-line courses, which was reflected in comments.
Most had some post-school qualification. For around a third this was at tertiary level. Most
of the rest had certificates at levels 3 or 4. A small number remained who had no prior

qualification.
Participant Assessments:

Because of the change in the structure of the course units, the results across the two tranches
are not directly comparable. The aggregate results for the first two rounds were generally
positive (mildly positive or very positive ratings typically aggregating to 90%). But the real
benefit lay in the detail. Most offered specific comments which were reported and
summarized in the interim evaluation of May 2011. This stimulated the course revisions

noted earlier.

The following table displays the results for the first unit for participants in the third and

fourth training rounds:

Response Category Group 3 (%) Group 4 (%)
Stimulus and
challenge
Moderate 59 60
High 36 32
Total 95 92
Delivery
Moderate 41 41
High 46 51
Total 87 92
Course Materials
Agree 70 62
Strongly agree 21 22
Total 91 84
Workload
About right 78 82
Too light 10 1
Total 78 82
Usefulness
Very helpful 43 41
Moderately 45 51
Total 88 92

These results were broadly replicated in assessments of the other three units.
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Sponsor Assessments:

Nineteen agencies sponsored staff to the last two (open) training rounds and ten completed
the survey. This questionnaire was also framed to explore their satisfaction with the course

and their future interest in supporting such training.

Save for the marketing component, the course was largely aimed at staff servicing people
with intellectual disabilities. Two of the sponsoring oprganisations had 100% of their clients
in this disability category; five had around 5%; and the remaining two were 10% and 32%

respectively.

Using a 5 point scale, the survey then invited respondents to indicate their organisational
priorities for developing staff skills covering client assessment; marketing; job analysis; job
matching; ongoing support; general management. None was accorded a low priority ranking.
General management scored 8 high or very high priority scores; Marketing 6; Client

assessment 5; Job matching 5; On-going support 5; Job analysis 2.

In addition, 7 organisations indicated that they saw the programme in whole or part as a way

of building the skills of new employees and 6 as refresher programmes.

Unscripted comments on the attraction of the programme emphasised a need to develop
specialist skills, the delivery mode, and a general commitment to training. Other positive
comments on the course applauded the emphasis on one disability type; the exchange of
information in open discussion boards; the flexibility of delivery; and the practicality of the

course content.

All the respondents indicated that they would ‘probably’ or ‘definitely’ sponsor staff to

similar future programmes.

None of the organisations reported any special arrangements to integrate course learnings

back into general workplace practice.
Conclusions

The results of the survey of the last two training rounds broadly coincide with those gathered
from participants in the first two rounds. The general endorsement of the course by both
participants and sponsors is very high. In the first round of evaluations, participant comments

noted an inappropriate American emphasis in the course materials. In the second round,





these were much reduced. The marketing component and the exchanges associated with the
Discussion Boards again attracted particular comment and strong endorsement. Relevance to
new staff and to those seeking a refresher was also emphasised. Support for continuation of
the programme by both participants and sponsors was very high. A number of participants
also commented on the desirability of similar specialist training for clients with a psychiatric
or physical disability. An important negative comment covered participant concerns about
the integration of course learning’s at the workplace — a comment that is reinforced in the
acknowledgment by sponsors that special arrangements to support this step were not made.

We return to this issue in the later discussion of organisational change

II. Technical assistance and agency performance

Technical assistance was a critical element in the project. As noted earlier, it offered to
develop organisational capabilities to match the staff skills that were being enhanced through
the training programme. Technical assistance was based on a number of elements, including a
Capability Development Programme, Webinars and Inter-agency visits. The following
paragraphs first summarise the steps that were taken and then report findings covering

impacts on agency performance.
Capability Development.

Capability development was based on a Fidelity Assessment instrument, which had been
designed by Virginia Commonwealth University and Jobsupport to reflect organisational best
practice in placing people with an intellectual disability into open employment. Itis a
diagnostic tool that identifies agency opportunities/needs for capability development. In a
second, comparative iteration, it could also provide a measure of their success. The
instrument involved an audit of covering 21 distinct organisational capabilities, which
cascaded into 100 sub items. It was administered to the nine participating agencies both at the

inception of the exercise in 2009 and at its completion in 2012,

Following these initial assessments, individual TTA plans were prepared in discussion with
each service. A further series of two interviews were conducted with each of the participating
services in March and June 2010. These interviews agreed the priority areas where each
agency wished to receive technical assistance. Verbal commitments were obtained, however

there was no formal sign-off on a time line to change with a management commitment to





driving that change. Subsequent calls by Jobsupport supporting staff revealed that no or

minimal action had been taken. The effort was subsequently abandoned in early 2011.
Webinars

The technical assistance was focused on responding to agency perceptions of their own
needs. The fidelity assessments identified (job) marketing and client assessment and job-
client matching as the priority areas across all or most of the nine participating agencies. But
their reaction to the marketing webinars (discussed below) indicates that this recognition was
not matched by an understanding of the follow-through that was essential to achieve change

and improvement.

An experienced marketing consultant, Jeffrey Bentley-Johnson, led the special webinar series
on marketing. This webinar was focused on the top priority area identified by all nine
participating services. The webinar series covered a series of topics that were intended to build
service capabilities to develop a comprehensive (job) marketing plan. Each topic required the
completion of an assignment by the participating services. For example the first step required
services to identify how they had obtained their recent job placements (reverse marketing
phone calls, repeat business etc.) and then collect data on the time allocated to the more
successful approaches. An efficiency measure could then be calculated (average time per job)
for each approach and used for resource allocation. One-on-one consultancy over the phone
was offered to services repeatedly. However this series was aborted when the services failed to
complete the assignments. The Instructor concluded that in the absence of evidence of service
engagement and commitment there was no point in continuing the programme, a decision with
which the organisers concurred. This is discussed further in the later section on lessons from

the project.

Job-client matching was a top priority for most of the nine services. VCU also hosted a six
session live webinar series from 14 September to 23 November 2010 on (1) the knowledge
and skills needed to improve staff ability to design pre-employment assessments for
individual clients, collect and interpret assessment data, and develop assessment summaries;
(2) the ability to use customised employment, job carving, employer negotiation, and other
strategies to identify appropriate jobs; and (3) use the results of the assessment and job
analysis activities to make appropriate job matches Forty-nine participants registered for this

series. This webinar series did not include any consequences for non-participation. It is
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unclear what, if any, impacts occurred on agency practice.

A clear lesson of this experience is the need to associate the offer of technical assistance with

a commitment to action — an issue to which we return later.

Best Practice and Performance Change:

The project established a performance data system and report for each service that tracked
the placement, 13-week and 26-week outcome rate for each organisation by clients with
intellectual disability and all clients with disability. One service was unable to participate in
this exercise due to significant data problems after its merger with another service during
2010. Participating services received separate performance reports detailing performance for
each of their service contracts. This initiative was well received by 6 of the 9 services.

However it was stopped when DEEWR made available Health Checks on a routine basis.

All nine participating services attended a 2-day training course at Jobsupport. In addition,
three participating project services visited Jobsupport for individualised assistance. Two
made brief visits which did not result in any substantial exchange or follow-up. A third
sought more elaborated assistance. Four staff from this agency visited Jobsupport (Sydney)
for 3 days on two separate occasions. The March 2012 visit involved “job shadowing”
Jobsupport managers to observe the supervision of staff-client support activities. Another two

agencies have indicated a desire to visit in the future.

Evaluation

A detailed statistical evaluation was undertaken to evaluate the impact of the experience on
agency performance. The aggregate results were disappointing. They showed no overall
impact of TTAP on agency performance. If anything, and taken as a whole, the performance
of the nine sample organisations declined between 2009 and 2012. This important finding
reflects the misleading nature of aggregated data and also (as we will see in the next section)
the complexity of change dynamics. It also vindicates the prior decision by the organisers to
seek DEEWR’s agreement to reorient the project to focus on the management of change. The
complexity of this activity (involving: top management recognition of a need for change; top
management direct engagement in the change process; an action plan; and associated
adaptation of processes and systems), the time involved in embedding new approaches, and

other requirements for successful organisational adaptation, are explored in the next section.

However, whilst the aggregate results were discouraging, there were encouraging
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developments affecting three of the participating agencies. There was also encouragement in
the identification of a specific and more limited set of organisational capabilities that proved
to be especially critical to improved performance. 30 of the possible 100 fidelity assessement

items were shown to be promising to retention, or 26 week outcomes, or both:
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Fidelity Item | Correlation Fidelity Item
Number

2.3 Retention Limited “span of control”. One full time equivalent Manager is responsible for no more than 8
employment specialists. The Manager does not have other supervisory responsibilities.
(Managers supervising less than 8 employment specialists may spend a percentage of time
on other supervisory activities on a pro rata basis.)

24 26-week Managers provide support and hands on training to their staff. Managers conduct meetings
with each Vocational Trainer to review client situations with the frequency of meetings
reflecting each Vocational Trainer’s competency.

2.5 26-week Vocational Trainer competence is assessed. Staff receives training in all aspects of their role.
Staff not yet competent in any aspect of the program are supported by on-the-job modelling
and feedback by the Manager and have ready access to the Manager for advice, e.g. by
mobile phone.

3.2 Retention Plan. There are clear goals and targets which guide operational decision-making.

3.3 Retention Do. Work is undertaken on a consistent basis supported and guided by management.

34 26-week Measure. There is a performance management system in place which regularly collects data
and standard reports on key aspects of the service

4.1 26-week The open employment program conducts proactive outreach to public schools special

education programs that describes the services offered by the agency and the benefits of
employment for adolescents exiting public school programs

51 26-week & Employment specialists obtain background reports, interview the client and his or her

Retention advocate, and conduct brief work trials and other discovery program approaches such as
seeing what the client does in their spare time.

6.4 26-week & Client/advocate interviews are used to establish communication procedures that will be

Retention used to inform the advocate/family members of successes, concerns, and support needs

throughout the employment process.
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7.5 Retention The work trial leads to a preliminary recommendation from the employment specialist
regarding the need for a supported wage
8.1 26-week The agency has an agreed upon approach to contacting employers and finding jobs (e.g.
telephone calls, door to door, repeat business, social and professional networks, etc.) that
has been developed based on what has worked and what has not worked in the past.
8.2 26-week & The marketing plan is based ona clear understanding of employer needs and expectations
Retention and emphasizes the value of the services provided by the open employment program to the
financial “bottom line” of the employer
8.4 26-week & The marketing plan emphasizes job customization and job carving to meet employer needs
Retention and client preferences and stremgths
8.5 Retention Adequate marketing resources are available and staff is trained in their use
9.1 26-week Marketing Staff meet a clear set of contact targets (e.g. calls per week, visits per month,
etc.) that have been set based on previous success rates and Managers and staff work to
these targets
9.2 Retention Marketing Staff obtain jobs that meet the financial needs of clients (wages, hours, benefits,
etc)
9.5 26-weeks Managers routinely measure employer contacts to ensure the quantity and quality of the
contacts and that the contacts are meeting the criteria established in the marketing plan
10.1 26-week & Job analysis verifies that the employment situation meets the supervision and support
Retention needs of the client as described in the assessment summary. (e.g... daily structure, number
of work tasks, work environment, etc.) Jobs are customized where necessary to meet both
the employer and client needs
X1.2 26-week & Job matching process reflects the client’s needs for initial training, ongeing maintenance
Retention activities, level and type of supervision and workplace culture
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X1.3 26-week Job matching process takes into account the ability and willingness of the employer to
modify job duties and tasks, provide the level of supervision necessary for the client to
successfully perform the job, assist the client to integrate into the social culture of the work
place, report problems and contact the agency, etc

11.1 26-week & The Placement and Initial Training Plan is reviewed| with each employer before job

Retention placement. The employer agrees with all components of the plan

11.2 26-week The Employment Specialist obtains employer approval of all task analyses, OHS
requirements, and productivity, accuracy, and supervision criteria established in the
Placement and Initial Training Plan

121 Retention Job has been appropriately designed to include tasks that the client cam perform with speed
and accuracy

12.5 Retention Program staff is able to explain to employers that the supported wage is based on
productivity and isn’t related to whether client is able to perform all the duties of a specific
job

15.1 Retention Employment specialists design, implement and evaluate effective strategies to enable the
employee to appropriately communicate with supervisors

16.3 Retention Employment specialists design, implement and evaluate effective strategies to enable the
employee to appropriately communicate with the general public

15.4 Retention Employment specialists design effective intervention strategies to assist the client to display

socially appropriate behaviours at the work site
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16.1

26-week &
Retention

Employment Specialists perform functional analyses of behaviour, including the ability to
operationally define the inappropriate behaviour, develop and implement a data collection
plan, descritbe the re-inforcers that presently maintain the behaviour, and identify the
antecedents (conditions, settings, events, etc.) under which the behaviour is likely or not
likely to occur.

16.2

Retention

Employment Specialists design and implement Behaviour Intervention Plans, including
establishing goals, intervention strategies, data collection procedures, and evaluation
procedures

17.2

26-week

The employment specialist regularly reviews the frequency of monitoring visits and adjusts
down if there are no problems. Monitoring visits are:a proactive approach that identifies
problems early so they can addressed quickly
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The fidelity items that correlated with 26-week outcomes or job retention are promising
however the correlations need to be treated with caution because of the small sample. A
number of fidelity items had already been implemented by all of the nine services, and hence
did not correlate but may nevertheless be useful. Other items that relate to systematic
instruction may not have been picked up because the participating services catered for small

numbers of clients with a moderate intellectual disability.

Of the nine agencies in the original sample, three recorded gains. These were based on
improvements in their capabilities in the context of the total Fidelity battery. The outcomes
for one agency improved from an aggregate of 54/100 (2010) to 80/100 (2012); another from
29/100 to 58/100; and a third from 53/100 to 67/100. Although the aggregate change for this
latter agency does not match that of the first two, the areas in which its changes occurred
were concentrated in the thirty key items nominated above. None of the other agencies

recorded significant change.

The table below shows service scores on the seventeen fidelity scale items that correlated
with 26-week outcomes. The services’ 26-week outcomes are shown as a percentage above or

below the national average.

Service 2012 Fidelity score on items | 26-week outcome at 6/1/12
that correlate to 26-week relative to the national
outcomes intellectual disability
average

A 8/17 28.73% below

B 8/17 8.21% below

C 17/17 33.58% above

D 12/17 11.57% above

E 5/17 8.96% below

F 1/17 48.88% below

G 15/17 14.55% above

H=* 8/17 137.31% above
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I 8/17 20.15 below

* This service was atypical because of the number of group placements

Of the agencies that registered improvement, one had also been actively involved in inter-
agency visits and another has established a timetable for this. Two of these agencies began
implementing change too late for the results to show in their outcomes. The third initiated
change following the appointment of a new service manager. The explanation lies at least
partly in the complexity of change management, which, as noted earlier involves at least four
steps - first, recognition of the need for change on the part of top management; second, direct
commitment to the process by top management; third, a plan of action; and fourth, follow-
through in training, reporting systems etc. We now turn to the incidence of such approaches

in the sector.

Considered as a whole, the results of the fidelity analysis indicated that the majority of
participating sites did not implement program modifications that would have led to improved
scores on the fidelity instrument. However, three programmes were rated as significantly
improved on a large number of scale items. Further, these changes were focused in the
management and marketing areas, two areas that were most correlated with 26 week and
retention outcomes. Thus, it appears that the fidelity scale appears to be able to detect
changes in programme performance that subsequently correlate with improved client
outcomes. These results indicate that with further revision and additional testing the fidelity
scale can become an important tool that can be used by organizations, policy makers, and
technical assistance providers to identify the need for and monitor programme development

activities.

IV. Managing Change: Benchmark and Sample agencies contrasted

As noted earlier, nine agencies with a case load that included a significant number of people
with intellectual disabilities agreed to participate in the original TTAP experiment. But as
also noted, as the project developed, the engagement of at least six diminished — not only in
relation to the training exercise but also, and perhaps more significantly, in relation to
technical assistance. The agencies attributed this to pressures associated with the introduction
of DES. They claimed that the pressures on staff time undercut their capacity to participate

fully in the programme. So agency managements had clearly not recognised that the TTAP
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programme could itself assist in navigating these pressures. In particular, the technical

assistance component had been almost completely sidelined.

This also suggested that the challenge of change and adaptation had been considerably
underestimated in the original proposal. Hence the sponsors sought to modify the original
contract to include a much closer study of the change management component. This was

endorsed by DEEWR in September 2011.

In evaluating approaches to change management, it was proposed to assess how change had
been undertaken in the sector — for example covering the timing of, and responsibility for, the
change decision, determination of its scope and why some organisations may have been early
adaptors whilst others delayed - or even continued to deny any need for adaptation. Moreover
it was proposed to see what, if any, general conclusions might be drawn about the
requirements for change amongst agencies in a service sector like DES, that is one that

includes a significant proportion of complex and high support needs clients.

A first step involved the development of a methodology that could evaluate approaches to
change. It was decided that this could be accomplished by contrasting the approach of
agencies that scored highly in the most recent Star Ratings Round with that of the agencies in
our original sample. The purpose was to establish how, it at all, the respective groups of
agencies differed in their assessments of the challenge and/or in their implementation of
change. A semi-structured questionnaire was drawn up which covered a variety of factors
including the agency’s recall of its recognition of the need for change, how it defined the
challenge and managed implementation; and who initiated and led the change process. It also
covered recall of changes in numbers of clients and judgements about whether these
pressures were manageable; also whether approaches to five critical activities had changed or
developed — assessment, job analysis and customisation, training, on-going support and

marketing. A literature review was also initiated.

Leaving aside Jobsupport 20 other agencies scored an average of 4 Stars or better in the
December 2011 round. 14 agreed to be interviewed for this study. These interviews were
conducted in the period from November 2011 to March 2012. In the analysis that follows, the
high performing agencies were designated the Benchmark group and the others the Sample

group.
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Literature Review:

One perspective, already noted, concerns the difficulty that agencies in the US experienced

when confronted by the need to adapt to an outcome-focused payment system (Frumpkin,
2011).

The more general change management literatures highlight the failure of many programs
even in the corporate sector where profit metrics give an immediate indicator of performance
and where a perception of a possible tension between social service orientations and outcome
oriented action is wholly absent. Taking only the for-profit sector, according to John Kotter,
perhaps the leading international theorist in this field, only 30% of change programmes work
(1996). This was confirmed in a 2008 McKinsey survey of 3199 executives (Aitkin et al.
2008). The findings established that participants believed that only one in three achieved
results that more or less approached what had been promised. The survey also suggested that
successful change programmes were distinguished from unsuccessful ones by the presence of

four basic conditions:

e Recognition of the change imperative which is backed up by a compelling story —
Recognition of the need for change by top management is a critical first step and as the
evidence recounted earlier concerning the reaction of agencies in this project illustrates,
this cannot be taken for granted. At an organisational level, this needs to be explained
through a compelling story which is shaped from an employee’s perspective. It is not
sufficient to simply point to pressures of competition or need to maintain profits;
moreover the form of this story could vary: motivating symbolism and narratives could be
variously framed

e Top management must drive the change process — Senior managers must do what they
say; this is a critical dimension. They must themselves model the new behaviours. The
McKinsey survey found that many of the failed programmes involved mangers who
expected their subordinates to change behaviours without displaying any change on their
own part.

e Reinforcing mechanisms — HR systems, processes and incentives, coaching etc. can all be
essential reinforcements and need to be available for staff. For example, Jobsupport has a
clearly established set of skills which managers review with staff. As they ascend this
skill ladder, staff climb extra pay steps. In other words, rewards and new behaviours are

aligned. Again, the complex need for all elements of the managerial system to be

20





congruent with the new context is emphasised. This covers information and performance
metrics, HR approaches, organisational structure etc.

e Capability building - staff must have the skills required to make the change. This is an
imperative. Training could be in-house or externally delivered. The key point is to ensure

individual staff members are appropriately empowered.

John Kotter (1998) identified eight steps as critical in the successful implementation of

change:

e Step 1: Establish a sense of urgency — examine market and competitive realities

e Step 2: Create a guiding coalition — assemble a group with enough power to lead the
change

e Step 3: Develop a change vision — create a vision to help direct a change effort and
develop strategies to achieve that vision

e Step 4: Communicate the vision for buy-in — use every possible vehicle to communicate
the new vision and strategies and teach new behaviours by the example of the guiding
coalition

e Step 5: Empower broad based action — remove obstacles to change, change systems or
structures that seriously undermine the vision

e Step 6: Generate short-term wins — plan for visible performance improvements, create
these improvements, recognise and reward employees involved in the improvements

e Step 7: Never let up

e Step 8: Incorporate the changes into the culture.

These findings are echoed in the most widely cited Australian change management study.

(Stace and Dunphy, 2005).

The literature on training is also relevant. The need to link training to what happens in the
workplace before and after participation in formal classes is emphasised (e.g. DeSmet et al.
2010). Indeed, these authors comment on management’s key role: “When senior leaders focus
on making training work — and get personally involved — improvement can come rapidly.’
Back in the workplace, the article also notes that supervisors often expect staff to go back to
work and figure out themselves how to incorporate what they have learned into their day-to-

day activities — an approach which is likely to fail.

Survey Findings:

Change in Client Numbers: The responses generally suggested Sample services perceived the

changes in client numbers and characteristics as an unfolding problem rather than, as in the

case of Benchmark services, a manageable development.

21





Managing Change: There was a common pattern amongst the Benchmark services in their

approach to change. This can be synthesised into four key elements that mirror some of the
key steps identified by leading change academics. At least three of these elements were

present in each case:

The need to change was recognised and communicated by senior management. Service managers
typically recognised the need to change at the beginning of the contract or early in the contract.
Benehraark ageneies typieally recognised the key role of 13 week and 26 week suteomes. They
recognised the need to focus on obtaining jobs and communicated this need to focus on jobs to their

staff.

e Service managers drove the change process. Several service managers commented that
their organisations couldn’t afford to be ‘touchy feely, it was all about getting jobs’. Five
of the Benchmark agencies specifically mentioned staff turnover as a prior or early
element of their adaptation to DES. They indicated that some staff were not comfortable
with the outcome-focused imperative of DES. The agencies facilitated separation of staff
that were uncomfortable with the new contractual context and the new pressures in terms
of job placement to which they needed to adapt. These services also understood the need
to drive the focus on job search on an on-going basis.

e Job search was a focus. All the benchmark services were characterised by a focus on job
search. A typical comment was that the key to job search success is making sure staff do
it. Interestingly few of the benchmark services had sophisticated marketing approaches.
For example few had a marketing database that recorded employer contacts and few had
quantified the average staff job search time required per job so that appropriate staff time
could be calculated and allocated. Service managers typically met weekly or fortnightly
with staff to review job search progress for their employment assistance phase clients.

e KPI performance was closely monitored. Most of the Benchmark agencies tracked KPI
performance in some fashion. The larger agencies had formalised information systems
(ESS or commercial systems) to allow them to monitor KPI performance against national
and local averages and also against internal targets. The smaller agencies adopted less

elaborate approaches including spreadsheets or a whiteboard.

The behaviour of the nine services (the Sample Services) in the project was significantly

different.
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Amongst the Sample agencies, recognition of the need for change and/or action to implement

it did not develop, or developed only late in the project timeline.

The Sample agencies did not confront staff attitudes with the determination displayed by
Benchmark agencies. For example one agency explicitly acknowledged the need to improve
marketing but when staff were reluctant to undertake the necessary employer contacts

management backed away from enforcing change.

In general, the Sample agencies acknowledged the need for attention to job marketing and job
search early in the contract, but there was little determined focus on these activities until well
into the new contract period. Three agencies sought to match the training that staff had
received through TTAP with wider organisational and system changes. However as already
noted (Section IV) this was too late for any significant impact on performance to be evident

in the evaluation period.

Moreover, performance data appeared to have limited impact on service behaviour. The
project supplied data to services until the DEEWR Health Checks were introduced. Six of the
nine services showed little improvement on the fidelity scale even after the announcement of
the ESS tender for services rated three stars or less. This is a puzzling outcome since
awareness of comparative performance and/or a performance shortfall would normally be
expected to trigger recognition of a need to take remedial action. Complacency or false
urgency may have prevailed. It would require more intensive investigation to affirm these
conjectures. But this is clearly important in ensuring positive on-going systemic impacts of

outcome data on service performance.
Conclusion:

This survey of approaches to change management and to service practices highlights the
sharp contrast between Benchmark and Sample agencies, most of all in their approach to
change. Whilst a number of the latter did finally recognise the need to adapt, this came too
late to impact significantly on performance. The alertness of agency leadership to the
implications of the move to a new context would appear to be a significant factor. Why this
should have been so delayed in the case of the Sample agencies is not immediately clear.
Based on wider experience, one possibility concerns the time that it takes to shift awareness
and orientation in service sectors. The US evidence (Frumpkin, 2001, cited earlier) provides

confirmation - as does the more general change management literature.

23





Several general findings can be drawn. The reasons for a reluctance to embrace change
amongst some of the agencies in our sample generally confirmed Kotter’s finding, namely
that complacency and false urgency are key impediments to effective action. In the case of
our Sample agencies, a number clearly judged or assumed that preseﬁt practice remained
appropriate. In another case there was recognition of the need for change but this involved a
false urgency — the agency in question moved from one problem to another. Job search was

their identified priority however consistent effort was only applied late in the contract.

The key role of the leadership team in anticipating and responding to change is clear. In
addition, with outcome focused contracts, marketing capabilities and skills have acquired
particular importance. As the survey results affirm, most agencies could potentially benefit
from their enhancement. Indeed marketing practices seem under-developed even amongst

agencies that have augmented their attention to this activity.

Above all however, this survey points to the demanding nature of organisational change and

the central challenge to agency leadership in making this happen.
V. Recommendations and Conclusions.

The organisers of this project assumed that, at its end, a process for institutionalising TTAP
would have been developed. It was also hoped that the contribution of TTAP to service
performance would have been conclusively demonstrated. Neither of these outcomes has
occurred. Hence, as explained further below, the organisers propose to continue to further
implement both training and technical assistance (on a user pays basis) with the object of
confirming its impact and refining understanding of effective delivery processes. The reasons
for this approach lie in the findings explored in this summary report. This has highlighted the
mixed results of this experiment — with deepened capabilities still to be fully consolidated in

those agencies which have responded positively to the opportunities provided by TTAP.

More generally, substantial gain can clearly be achieved by enhancing the overall
performance of the DES system — but this can only occur through the development of the
capabilities of individual agencies. But what is the appropriate means to this end? Will the
twin pressures of the Star Ratings metric and an outcomes based contracting framework be
sufficient to achieve continuous improvement? US practice, now matured over many years,

and some promising but not definitive academic studies, suggest that a TTAP-type
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programme can significantly enhance both system and agency performance — and is an

essential component of, and supplement to, a competitive structure.

In the light of these considerations the following eight conclusions/recommendations are
advanced. The first three involve immediate steps that the organisers plan. The remainder are

for DEEWR consideration as it plans the more general development of DES.

1. The organisers will continue to offer the four training modules on a user-pays basis.

It was always envisaged that, if successful, at least the training components of the programme
could be made generally available to DES agencies. The existing training modules have been
refined to suit Australian conditions and have demonstrated their appeal and effectiveness.
These modules will be made available on a user-pays basis to agencies in the sector. Their
role in building the skills of new staff and in refreshing skills for staff who are dealing
specifically with clients with intellectual disabilities is clearly demonstrated in the comments
of course participants. Agencies which are engaged on a programme of change may also see

merit in refreshing or enhancing staff skills.

The sunk costs in refining the modules and trialling the exercise have been covered by the
DEEWR funding, which was provided under the terms of this grant. Meantime, the fact that
agencies are willing to pay for staff training can be taken as an expression of their prior
recognition of the need for this activity and of their commitment to improving workplace
practice. Time will show if these assumptions are vindicated. The organisers plan to offer
another round later in 2012 and National Disability Services and Disability Employment

Australia have indicated they will be again willing to promote participation to their members.

Meantime, Services who participate will be told that they will maximise the benefits for their
agency if they focus especially on the crossover from training to the workplace, and in
particular are ready to modify existing practices to incorporate staff learning. We also plan to
indicate that participation by supervisors will better enable them to assist other staff to

implement the course learning (see next point).

2. In offering training, the organisers will emphasise the need to integrate training in day-to-
day practice at the work site

If classroom teaching is to translate into day-to-day practice, the literature on training is

crystal clear about the need for consolidating and integrating arrangements back at the
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worksite (e.g. DeSmet et al in the Literature Survey — Section IV). However, given the
wholly voluntary character of agency engagement, the organisers can do no more than

underline this key need in the promotional material.

3. The organisers will consider further trialling technical assistance to a limited number of

agencies on an application and user pays basis.

As part of the sunk costs of the TTAP exercise, this project also leaves behind a blueprint for
the delivery of technical assistance as well as the skills to provide the associated consulting
and assessment service. The organisers will consider applications for technical assistance
with a view to selecting a small sample of up to three services to further explore the
requirements for effective engagement — as well as ways of speedily translating new

capabilities into performance.

In earlier conversation, one of Australia’s leading change specialists, Professor Dexter

Dunphy, suggested the following criteria as pre-conditions for participation:

a. The service has already attempted to implement change

b. Senior management is committed to driving the change.
In seeking applications for technical assistance, the organisers propose to adopt these criteria.

A job search webinar will be a key part of this exercise. In this activity, the staged
implementation approach followed by our marketing consultant (Jeffrey Bentley-Johnston)
will be adopted. This involved a stepped engagement — that is, the progression is agreed at the

outset and advance is conditional on successfully completing the prior stage.

The following more general recommendations are also advanced:

4. Develop more specialised training courses:

This project has demonstrated the putative correlation between a distinct band of service
capabilities and improved 13 and 26 week outcomes. Some of these capabilities are quite
specific to the needs of citizens with intellectual disabilities. Participants in the open training
rounds commented on the desirability of obtaining equivalent training that focuses
specifically on other forms of disability — for example, physical or psychiatric. In this
context, DEEWR’s development of a training course specifically targeted at psychiatric

disability will be welcomed. US practice affirms the specialised character of the capabilities
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required in each case. For example, the technical assistance agencies in the United States
offer such specialist training modules. The development of similar speciality courses tailored

to the Australian context merits attention.

5. As the foundation for technical assistance. understanding of best practice needs to be

deepened.

It would be useful to identify the best performing services in Australia by type of disability
and level of disability. But:

e We need policy settings that encourage the best performers to share good practices e.g.
guaranteed contract rollover

e If the best performing services are involved in providing technical assistance it is
important to ensure their time and effort is expended on services that meet the pre-

conditions for participation noted above.

One of the notable outcomes of this project was clear evidence of the willingness of top
performing services to share information. Only a handful declined to participate in our
survey of approaches to change. Those that did were open in sharing information about both
practices and approaches. Should a future effort to build technical assistance be pursued on a
wider scale, this experience augers well for the exchange of information between services

through deepened inter-agency collaboration.

6. Engage agency leadership more deeply in understanding the challenges of performance

and change.

The critical role of agency leadership has been repeatedly highlighted both in the literature
and in the findings reported earlier. At the same time the findings reported in Section III
suggest the considerable opportunities that remain for enhancing service performance. Take
the critical area of marketing. None of the top performing agencies (that is those who
achieved a Star Ratings measure of 4 or above on the December round) are implementing an
| optimal marketing strategy. It is also clear that top management understanding of the critical
nature of their own role — specifically, that performance improvement is first and foremost a

challenge to them — is underdeveloped throughout the sector. There would seem to be scope
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for developing more intensive programmes on leadership and change for agency top

managers — which could perhaps also be offered at least on a partially user pays basis.

7. Any future application of technical assistance requires a clear commitment on the part of

agency management to implement change:

This is a critical finding. Any future program needs to pay special attention to mobilising
senior staff. The agencies that scored the highest Star ratings were also those which had
anticipated the need for change and in which their top manager had lead the process. In the
case of the agencies in our sample, this either did not occur or occurred too late to have the
expected impact on performance. In particular, the scale and scope of the challenge in
organisational change and in a commitment to continuous improvement needs to be
recognised. In part this can be nurtured by the kind of training envisaged in recommendation

6 (above) and the formalised commitments proposed in 3 (above).

In sum, any future effort to offer technical assistance needs to be framed in the context of the

following considerations:

»  The experience of this project shows that technical assistance is neither efficient nor
effective unless service management is willing to implement change

= Training will have more impact if service management is willing to incorporate what staff
learn in day-to-day practice and create appropriate reinforcing systems.

* Training will have more impact if supervisors are able to guide staff as they apply new
skills. .

= More services might seek and implement technical assistance if managers are informed

about the requirements for effective change management.

8. Recognise the strategic challenge in embedding continuous performance improvement in
DES:

DEEWR’s introduction of consequences for poor performance is critical for creating an
environment where services recognise the need to improve practices. But current outcome
rates remain unacceptably low. We believe that consequences for poor performance,
combined with technical assistance for services willing to implement change, is likely to

achieve more than either will individually
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Continuous improvement has recently gained increasing attention as the object of service
innovation (e.g. Ahead of the Game, PM & C, 2011). Present arrangements assume that Star
Rating incentives and outcome based limited term contracts will be sufficient to drive
continually improving outcomes. There are theoretical and practical reasons for questioning
this assumption. This is explicitly discussed in literatures on innovation, which suggest that
continuous improvement will not be achieved through competition alone. If continuous
improvement is the aim, competitive structures need to be augmented by a deliberate

programme to foster knowledge development and dissemination.

If the intention is to foster continuous improvement, a programme like TTAP can become a

critical part of the overall exercise.

There are a variety of precedents for a leadership role being assumed by DEEWR as system
managers. The Department of Innovation Enterprise Connect programme is designed to
deliver analogous services to businesses. Following application and initial assessment by an
independent evaluator, the development of agency capabilities is facilitated through a stepped
programme. Each state development agency also offers analogous services. Another example
lies in the new array of coordinating agencies in the Health area. These are designed both to
measure performance and to disseminate findings about good practice which is associated
with a financial incentive. In Indigenous affairs, Indigenous Business Australia similarly
monitors performance, identifies opportunities for capability development and specifically

offers training and consulting services to clients.
There are also a variety of agencies at the State level in the US offering analogous services.

Finally, as the project continues to move forward on a user-pays basis we hope that
definitive findings will emerge covering both impacts on performance and processes that

create an effective link between TTAP and agency capabilities and behaviour.
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Evidence-Based Employment Practices for Persons with IDD

Summary

Australia has a long history of recognizing the importance of open employment (OE) for
individuals with an intellectual disability (ID) (including people with an intellectual disability
and co-occurring autism). Beginning with demonstration projects in the 1980s, and continuing
through the current Disability Employment Services (DES) program for adults with disabilities,
the nation has committed to providing high quality, effective services to individuals with ID to
enable them to achieve their employment and self-sufficiency goals. The success of these
programs over time has raised expectations regarding the capabilities and competence of persons
with significant disabilities and has led to a paradigm shift with OE now the preferred outcome
for individuals with ID.

The current DES program focuses on the use of employment placement and retention measures
to determine the effectiveness and efficiency of employment services and supports provided to
individuals with ID. People with intellectual disability, advocates and family members have
questioned whether the program has served a sufficient number of beneficiaries, identified an
adequate supply of provider organizations capable of meeting the unique needs of persons with
intellectual abilities, and ensured that provider agencies are using state of the art, evidence-based
practices to provide high quality services to individuals and employers.

To aid in future policy and program development, researchers from the Centre for Disability
Studies, affiliated with the University of Sydney and the Rehabilitation Research and Training
Center at Virginia Commonwealth University conducted a comprehensive review of
international research on employment programs and practices that purport to promote successful
employment outcomes for individuals with ID. Using a rigorous, structured approach for
research reviews, we examined the scientific validity and strength of evidence for research-based
practices to support the employment of people with ID (Armstrong, Hall, Doyle, & Waters,
2011).

We developed three research questions to guide the study and identify current evidence-based
employment services and supports that have been proven to lead to meaningful employment
outcomes for individuals with ID.

1. What evidenced-based employment practices lead to successful outcomes on key
performance indicators of OE for individuals with ID?

2. What particular components of intervention packages emerge as specific predictors of
high quality employment outcomes?

3. To what extent are the evidenced-based practices identified in the review supported by
methodologically rigorous research?

We began the review by identifying over 600 individual studies or research reports. After
reviewing the studies for relevance, we identified 92 articles that examine employment
interventions for individuals with ID. We rated each study based on its methodological rigor in
order to bolster the validity and usefulness of the report findings. In addition to published
literature, we also reviewed a large quantity of government documents, evaluation studies and
reports published outside of traditional academic databases, often conducted by governments for
their own purposes.
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Evidence-Based Employment Practices for Persons with IDD

This summary is deliberately limited to evidence-based practices for people with ID. Much of
the literature reports findings for mixed populations that contain some people with ID. Reports
that analyze practices used with a mixed population without an outcome measure confirming the
effectiveness of these practices for people with ID are noted in the report.

Major Findings

This section summarizes the key findings of the review. First, we describe the evidence-based
practices in the area of employment services for individuals with ID, similar to the types of
services delivered through the DES program and the NDIS School Leaver Employment Supports
(SLES). Second, we identify several common practices often found in employment service
programs that lack a sound empirical research base that would justify their large scale
application.

While the primary purpose of this review was to identify the strength of evidence documenting
the effectiveness of various employment practices related to promoting high quality employment
outcomes for individuals with ID, we also were able to identify current practices that lack limited
supporting evidence in the empirical literature. Where frequently used practices were notably
absent from the research literature, we identified those practices within the report.

Summary of Findings: Evidence-Based Practices

Major practices discussed in this section include open employment, staff training and technical
assistance for provider agencies, and work experience for transition aged youth.

There is an abundance of evidence indicating that the OE model is an effective, evidence-
based practice that leads to measurably greater employment outcomes when compared to
alternative service approaches. The open employment service model is characterized by four
major components: (1) Personalized client assessment; (2) Individualized job development and
placement; (3) Intensive job site training and support; and (4) Ongoing support throughout the
course of the individual’s employment. Each component is briefly described below.

Personalized client assessment — Assessment is individualized and is based on
individuals’ employment goals, skills, strengths, and support needs. Most assessment
activities occur in local job sites and other community settings. The assessment process
helps individuals to become confident in their ability to succeed in employment, refine
their employment preferences, and identify the training and support necessary for success.

Job Development and Placement — An employment specialist implements an
individualized job search plan on behalf of a single client. Job search strategies are based
on effective marketing strategies. Job placements reflect a match between an individual’s
preferences and choices and a customized job rather than readily available jobs in the local
market.
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Intensive Job Site Training — Job site instruction is based on the principles of learning
theory and applied behavior analysis. The employment specialist provides training and
support to ensure that all work tasks are completed to the satisfaction of the employer.

Ongoing Support — Open employment services are not time-limited. Ongoing support
services are provided to both the individual and the employer throughout the employment
process. Specific services are based on each individual’s needs and requests, and fluctuate
over time in frequency and intensity, while continuing as long as the individual remains
employed.

Findings from the systematic review clearly indicate that the effectiveness of open employment
is not the product of a single strategy, but rather a comprehensive evidence-based process in
which the four components are implemented as a comprehensive service package. When the four
components are applied in combination to serve individuals with ID, the open employment
model results in client employment rates, earnings, and employment retention far superior to
Australian Disability Enterprises programs, group employment options in which groups of
individuals with ID work in a supervised setting in the community, often earning less than award
wages, or traditional job placement programs in which persons with ID are placed into
employment with little follow-up training or support.

Experimental evidence documents a direct relationship between the delivery of training
and technical assistance provided to staff in open employment programs and improved
client outcomes for persons with ID in OE. The quality of employment services provided to
individuals with ID is in large part dependent on the level of training received by staff
implementing those services. Findings from our review indicate that staff training programs on
the key components of the open employment model and the provision of ongoing technical
assistance to providers resulted in significantly improved placement rates, higher wages, and
more hours worked per week for clients. Staff providing employment services should be fluent in
the overall process for implementing the multiple stages of OE, along with knowledge of
instructional training techniques that are supported by empirical research, such as individualized
assessment and training strategies based on learning theory principles.

Work Experience for Transition-Age Students. There are numerous studies that report
participation in work experience correlates with subsequent open employment. However, few of
these studies focus exclusively on individuals with ID and don’t provide data demonstrating that
work experience alone, in the absence of other services, leads to people with ID achieving open
employment.

Jobsupport, a specialist service for people with ID, recently reported that the number of school
leavers willing to attempt open employment more than doubled after it introduced extended work
experiences (Tuckerman, 2015). Similarly, a recent five-year national demonstration funded by
four U.S. federal agencies found that transition age youth who participated in community-based
work experience were significantly more likely to subsequently apply for vocational
rehabilitation services, including OE services (Mamun, et al., 2019).
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It is not enough to simply supply work experience opportunities to transition-age students with
ID. To be effective, the work experience must be combined with the evidence based practices
outlined above, including personalized assessment, job development and placement, intensive
job site training, and ongoing support services to assist individuals with ID to obtain and
maintain employment.

Summary of Findings: Current Practices Lacking Empirical Evidence

The review identified several commonly used practices that were notably absent from the
empirical literature. There is extremely limited evidence (or in some cases, no evidence) within
the scientific research bases that justifies the use of these programs or policies over the clearly
established, evidenced-based methods reviewed.

Participation in Segregated, Facility-Based Supported Employment does not lead to Open
Employment - We found clear evidence that placement of individuals with ID into segregated
employment settings, such as Australian Disability Enterprises (ADEs), rarely leads to
subsequent community integrated employment. A major study by Siperstein, Heyman, and
Stokes (2014) found that in a large nationwide sample in the U.S. only 10% of the sample ever
moved from segregated employment facilities to competitive employment. They further found
that very few individuals in OE had ever been in segregated employment settings for any length
of time. Similarly, the Australian Department of Social Services (2015) reported that 20,000
people were in supported employment (ADEs) in 2014 and that 159 (1%) moved to open
employment. Consequently, Australian Disability Enterprises should not be viewed as a
“stepping stone” service leading to OE.

No evidence was uncovered to document that starting transition services for transition age
youth at a younger age was itself an evidence-based practice for youth with ID. While we
were able to document evidence-based practices and predictors for youth transitioning to
adulthood (i.e., community-based work experience), we did not find that early intervention itself
in the absence of other evidenced based techniques directly leads to improved employment
outcomes.

No evidence supported the effectiveness of classroom-based pre-vocational training and
vocational education in leading to high quality employment outcomes for individuals with
ID. We found clear evidence that community-based work experiences for youth in school-to-
work transition programs is a proven evidence-based practice for ID. While pre-vocational
training and vocational education in classroom settings may be effective for other populations,
the overall lack of evidence behind pre-employment and classroom-based training and education
for youth with ID in terms of measurable employment outcomes should serve as a caution to
policymakers and practitioners against making these practices required prerequisites to proven
community-based work experience and open employment services.
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Implications

The results of the review have multiple implications for the design and operation of employment
services for individuals with ID. We briefly describe three important implications below.

Use of Evidence-Based Practices within DES services - The finding that the open employment
model is an evidence-based practice that generally leads to high quality employment outcomes
offers the opportunity to refine the current DES open employment program. Client employment
outcomes (placement rate and 26 week retention) are less than what might be expected if the
provider agencies were implementing all the major program components with a high degree of
treatment fidelity. While many factors may affect the outcomes generated by a single program
over a specific time period, policymakers and practitioners should examine whether: (1) the
provider agencies are actually implementing evidence-based practices; and (2) whether
individuals with ID are receiving the high quality employment services and supports that will
enable them to achieve their employment goals.

The Australian government has the tools to undertake this type of review. It publishes
employment outcomes achieved by individuals with ID (and other types of disabilities) for every
DES service in Australia. Random sample audits are conducted on every service to verify the
reported outcomes, specifically the proportion of all funded participants who are placed into OE,
and the proportion of placements still employed after 12 months. These data provide a unique
basis for empirically identifying the highest outcome services for people with ID in Australia.
The peak Australian body representing people with an intellectual disability, Inclusion Australia
(2018), recently calculated an indicative 12 month employment outcome rate. The best
performing DES service in Australia Jobsupport had a 12 month employment outcome rate for
people with ID nearly twice the next best service (67.2%, next best 37.6%). Similarly, the
Australian Department of Employment and Workplace Relations 2010-2013 evaluation of DES
services confirmed that Jobsupport had the highest employment outcome rates and that the
achievement of these outcomes is based on utilizing the four evidence based practice
components listed above.

Jobsupport has a long record of delivering OE services with rigorous fidelity to the evidence-
based components of the model. Client assessment is individualized, based on an assessment
plan, and conducted primarily in the community. Job development activities are based on sound
marketing principles and are personalized to each client’s employment goals and work
preferences. Job site customization and training is based on the proven principles of learning
theory and delivered by staff who have received extensive training. Ongoing support services are
delivered proactively and designed to meet the needs of both the client and the employer.

It can be reasonably hypothesized that if other DES provider services were to rigorously adopt
and implement the same evidence-based program components as Jobsupport, the results would
be better quality program outcomes for individuals with ID, greater employer satisfaction and
willingness to hire individuals with disabilities, and significant financial savings to the
government.

Staff Training and Technical Assistance - Second, the finding that staff training and technical
assistance leads to improved OE service delivery (i.e. greater use of evidence-based practices)
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has direct implications for the future structure and funding of the DES open employment system.
The current system relies on a performance framework that consists of a managed, performance
oriented, data driven approach to the governance of disability employment practice by
Commonwealth open employment provider agencies. Based on the results of this study, future
program management approaches should ensure that clients with ID receive services based on
effective, evidence-based employment services delivered by highly trained open employment
staff members.

Effectiveness of Classroom-Based Services - Third, the finding that we did not identify any
research evidence supporting the effectiveness of classroom-based pre-vocational and vocational
education in leading to high quality employment outcomes for individuals with ID should be
examined in relation to the services provided to youth with ID in transition to work programs.
While these services may be effective for individuals with other types of disabilities, their use
with youth with ID should be carefully considered and evaluated. We found that a strong reliance
on classroom based services, at the expense of work experience programs and other community-
based activities may not be of sufficient scope and intensity to lead to desired outcomes for youth
with ID in the NDIS SLES programs.
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Introduction

In order to promote improved employment outcomes for individuals with intellectual and
developmental disabilities (IDD), a better understanding of what research has shown to be
effective practice and policy is necessary. This paper examines the strength of evidence for
research-based practices to support the employment of people with IDD internationally.

To aid in future policy and program development, researchers from the Centre for Disability
Studies, an affiliate of the University of Sydney, Australia, and the Rehabilitation Research and
Training Center at Virginia Commonwealth University conducted a comprehensive review of
international research on employment programs and practices that promote successful
employment outcomes for individuals with IDD. We examined the scientific validity and
strength of evidence for research-based practices that support the employment of people with
IDD through a scoping review of internationally-published research articles and grey literature,
as well as a parallel targeted review of Australian research and practice in this area.

The purpose of a scoping review is to synthesize available research on a given topic in order to
better understand the breadth, type and quality of empirical research that exists within the current
literature base (Armstrong, Hall, Doyle, & Waters, 2011). For this review, we examined
pertinent research databases containing peer-reviewed journals and also grey literature sources,
which include unpublished data and reports produced by government entities, advocacy groups,
research centers, and academic organizations with the potential to inform findings. We analyzed
study components and methodological rigor to determine their strength of evidence, and
summarized the findings in the following narrative.

Background

Over the past 40 years, legislative, policy, and program changes have led to the inclusion of
individuals with IDD into the competitive workforce and have enabled thousands of persons
worldwide to lead more productive and independent lives. Beginning in the late 1970s, the
experiences of adults with IDD changed dramatically as individuals exited institutions and
moved into communities. For many of those individuals with IDD, however, work-related
integration into communities was limited to participation in segregated employment (e.g.,
sheltered workshops, facility-based, and center-based employment) where work responsibilities
consisted of menial tasks for meager wages (Brown et al., 1984; Gold, 1973). Although the
employment options for adults with IDD were largely restricted to highly segregated
employment, there was significant progress made in research and practice showing increasing
efficacy for structured, behavioral approaches to employment servicesfor individuals with the
most significant disabilities (Brown et al., 1983; Gold, 1978)

Wehman (1981) initially articulated the philosophical and programmatic basis of what came to
be known as the supported employment (SE)' model of employment services for individuals
with IDD. The model emerged in the U.S. in the 1970s and ‘80s as an alternative to segregated
work (Rusch, 1985; Vogelsburg, 1986, Wehman & Hill, 1985) and led to the development of

' Supported Employment (SE) was first defined in US Public Law 99-506 as “competitive work in an

integrated work setting for individuals who, because of their handicaps, need ongoing support services to
perform that work” (Federal Register, 1987, p.30546).
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service delivery models widely used by employment support organizations today. SE, referred to
in Australia as open employment (OE), relied on the use of on-site employment specialists who
provide training, support, and advocacy for individuals with significant disabilities while
employed (Wehman & Kregel, 1985). SE/OE program components include individualized
assessment and job development activities, intensive on-site systematic training based on the
principles of applied behavior analysis (ABA), and ongoing support services throughout the
course of an individual’s employment.

The SE/OE model challenged the effectiveness and necessity of segregated, facility-based, or
center-based service programs for individuals with ID. These programs traditionally followed a
“train then place” model of service delivery in which individuals received training in a
segregated environment and after acquiring a set of skills were gradually moved through a
continuum of settings until reaching the goal of competitive employment in a real job in the
community. Proponents of this approach argued that individuals with ID had “skill deficits” in
areas such as the independent living, communication, and employment domains that must be
addressed before an individual was exposed to a more integrated community employment
setting. In reality, the “train then place” approach rarely worked. Few individuals ever obtained
competitive employment and obtained CIE. The overwhelming majority remained in segregated
settings that did not provide opportunities to work side by side with other members of their
communities, paid negligible wages, and prevented individuals from achieving their employment
and economic self-sufficiency goals.

In contrast, SE/OE espoused a “place then train” philosophy that enabled individuals with ID to
quickly move into a CIE setting. Training and support was delivered in these “real world”
environments that allowed them to rapidly acquire the necessary skills; develop relationships and
interact with employers, coworkers and community members; and earn significant wages that
enabled them to contribute to their economic self-sufficiency (Wehman & Kregel, 1989).

The large-scale adoption of the “place then train” SE/OE model in the 1980s was highly
controversial. Criticisms focused on concerns that those individuals with ID placed into
integrated community settings would quickly fail, employers would not hire them, they would be
mistreated or taken advantage of by coworkers or community members, or they would not be
safe in community environments. In short, low expectations for the employment potential of
individuals with moderate or severe ID led to their exclusion from work opportunities and
limited their access to community supports.

Research in SE/OE expanded over the next two decades from smaller case studies and single
subject designs (SSD) to larger scale group comparisons and efficacy studies (Wehman, Revell,
& Kregel, 1998). As results from these studies disseminated, SE/OE began to shift policy and
practice first in the United States, followed by Canada and Australia, and then in other countries
around the world (Corbi¢re, Bond, Goldner, & Ptasinski, 2005; Parmenter, 1999).

These changes in policy and practice raised expectations about the capabilities and competence
of persons with significant disabilities and led to a paradigm shift from segregated employment

* Australia uses the term Open Employment (OE) as supported employment occurs in Australian
Disability Enterprises (ADEs), which are segregated settings.
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to competitive integrated employment (CIE)® as the preferred outcome for all individuals. The
SE approach has subsequently been used with several different populations, including people
with intellectual disability (ID) (Wehman, Chan, Ditchman, & Kang, 2014a), psychiatric
disability (Bond, Drake, & Becker, 2008), traumatic brain injury (Dillahunt-Aspillaga et al.,
2018), spinal cord injury (Ottomanelli, et al., 2012) and autism spectrum disorder
([ASD];Wehman et al., 2016).

Internationally, CIE has also been adopted as a preferred outcome for all people with disabilities.
The International Labor Office (ILO) of the United Nations first passed Convention No. 159 in
1983 to ensure that member states provide vocational services to individuals with disabilities to
support their employment opportunities in the open labour market. The guidelines from
Convention No. 159, along with recommendations outlined in ILO Convention No. 168, formed
provisions for states to adopt in establishing vocational support for adults with IDD (United
Nations, 2006).These outlined specific targets in such areas as the work setting (i.e., integrated
where possible and segregated where necessary), wages (i.e., conforming to standards of general
workers), and the training and expertise of vocational staff. In 2008, the United Nations General
Assembly passed the Convention on the Rights of Persons with Disabilities, which has been
ratified by 177 member states. While its scope covers many areas of the inclusion of people with
disabilities into society, employment provisions include a commitment to equal access to
employment opportunities on the open labour market with support from trained and competent
staff and vocational training programmes.

International policy has shifted more toward CIE following the legislative actions of the United
Nations and several national governments. For example, in the United States, the Partnerships in
Employment state projects emerged as a systems change policy approach that enhanced the
ability of states and organizations to build greater opportunities for CIE for individuals with
disabilities. Funded by the US Federal Administration on Community Living in the Department
of Health and Human Services, this initiative proliferated systems change efforts designed to
provide long-term impact on employment opportunities for individuals with disabilities across
states and communities, including coordinated state agency policies, training for service
providers, and enhanced internship/work experience programs (Butterworth et al., 2017). Similar
international systems change models promoting CIE globally through national and regionally-
sponsored SE systems change efforts have reported similarly positive outcomes (e.g., Owen et
al., 2015; Suibhne & Finnerty, 2014).

Australia has a long history of recognizing the importance of CIE for individuals with IDD.
Beginning with demonstrations and pilot projects in the 1970s and 1980s, and continuing
through the current Disability Employment Services (DES) program for adults with disabilities,
the nation has committed to providing high quality, effective services to individuals with IDD to
enable them to achieve their employment and self-sufficiency goals (Baume & Kay, 1995;
Grimes, 1985; McClure, 2000). The success of these programs over time has raised expectations
regarding the capabilities and competence of persons with significant disabilities (Inclusion

* Competitive Integrated Employment (CIE) was defined as “Real work for real pay with commensurate benefits.
The job is aligned to the person’s employment goals as well as the labour market needs and involves working 20
hours or more per week (US) ” (Allison, Hyatt, Owens, Clark, & Test, 2017) or eight hors or more (Australia).
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Australia, 2015; NSW Department of Family and Community Services, 2009; Parmenter, 1993,
2002).

Nevertheless, despite decades of advocacy, research, and policy directed at addressing the issue
of employing adults with IDD in their communities, more work is required (Wehman et al.,
2018). For example, policy changes associated with the Australian Welfare to Work reform
introduced from 2006 moved the Disability Employment Service (DES) program away from a
values-base towards a more economic aspirational rationale focused on a single objective —
employment outcomes (Cocks & Harvey, 2008, p.187), with a performance framework of
efficiency and effectiveness reflected in a managed, performance oriented, data-based approach
to the governance of disability employment practice by the Commonwealth. The focus on
outcomes is commendable. However, insufficient emphasis has been put on understanding the
practices and processes that contribute to successful outcomes. The result is highly variable job
placement and retention outcomes being achieved among Specialist Disability Employment
Services (DES-ESS) that provide assistance to job seekers with IDD who need regular, ongoing
support in the workplace to find and keep a job (Department of Social Services, 2014a; Inclusion
Australia, 2015).

In order to more precisely delineate the evidence in support of various employment practices, we
conducted three parallel reviews: a) a scoping review of the empirical international research (i.e.,
peer reviewed journals published in academic databases), b) a review of international grey
literature (i.e., policy documents, white papers, and government reports published outside of
traditional academic databases), and c) a targeted review specific to Australia inclusive of both
peer-reviewed and grey literature information. A summary of each is presented consecutively in
this paper. The purpose of this review is to document evidence that supports various practices,
as well as identify others that are not currently supported by research findings. In the following
sections, we describe the methodology used for the scoping review, a summary of findings
organized by strength of research evidence, a discussion of the grey literature findings and a
review of transition predictors. Finally, we synthesize common findings across all three reviews
to inform service provision.

Scoping Review on International CIE Evidenced-Based Practices for IDD

A scoping review was conducted to map the existing literature on evidence-based employment
practices related to CIE outcomes for individuals with IDD. For the purpose of this review, we
identified studies using a sample of participants with IDD or IDD subgroups, such as ASD, ID,
developmental disability (DD), cognitive disability, and IDD with comorbid disorders. The term
“mental retardation” (MR) was also included in searches to capture relevant research prior to the
replacement of the term MR with ID. A targetted Australian literature review was also conducted
that used similar search terms.

The protocol we used for this review followed recommended procedures for conducting a
scoping review; identifying research questions, locating relevant studies, charting findings, and
summarizing results (Arksey & O’Malley, 2005; Armstrong et al., 2011). Three databases—
PubMed, Education Research Complete, and Web of Science—were used in this review in order
to ensure a wide review of intervention literature in vocational rehabilitation, education,
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medicine, and related social science fields. A description of each stage in the review protocol is
presented below.

Research Questions

When conducting a scoping review, research questions are intentionally left broad with the
explicit purpose of allowing the bigger picture of a topic to emerge via findings (Armstrong et
al., 2011). The following research questions were used to guide study selection:

* What evidence-based employment practices lead to successful outcomes on key
performance indicators of CIE for individuals with IDD?

* What particular components of intervention packages emerge as specific predictors of
high quality employment outcomes?

* To what extent are the evidenced-based practices identified in the review supported by
methodologically rigorous research?

Location of Relevant Studies

Two reviewers searched empirical databases to locate international articles (excluding Australia)
pertinent to the aforementioned research questions. Reviewers assessed articles yielded by search
terms against stringent inclusion criteria. Studies included in the final sample were analyzed by
study design, methodological rigor, participant and intervention characteristics, country, and
employment outcomes. Both researchers had educational and applied experience in research
methodology and disciplines related to the intersection of disability and employment. An inter-
rater agreement of 95% regarding inclusion/exclusion criteria was achieved prior to abstract
review. Table 1 depicts criteria used for study selection.

Table 1

Search Criteria for Study Selection

Criteria Description
Databases PubMed, Education Research Complete, Web of Science
Years To keep literature contemporary, only articles from the 21* century were

included; 2000-2019

Key Search Term  Concept terms related to the main topic, organization of terms using Boolean
Parameters operations (AND/OR/NOT), and truncation symbols by population x
intervention;
Population: autis* OR intellectual disab* OR developmental disab* OR mental
retardation
Intervention: employment practices OR supported employment OR customized
employment OR transition to employment OR competitive integrated
employment OR employment internships OR evidence-based employment
practice OR vocational rehabilitation

Inclusion Criteria  Target population diagnosis, English or English-translated, published on or after
2000, peer reviewed or white paper, U.S. or abroad (excluding Australia),
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Criteria Description

examining interventions for target population resulting in employment outcomes.

Exclusion Criteria  Non-English/translated, published before 2000, conducted in Australia, pertaining
to non-target diagnoses, examining dependent variables other than employment
outcomes, focused primarily on post-secondary education programs and
experiences, and individual-level characteristic factors. A supplementary paper
summarizing the relevant literature outside Australia for the period 1970 to 1999
has also been produced.

Screening Findings

A detailed account of the source of all records and decisions made during the screening process
was documented. The number of total articles included and excluded at each stage of the review
are identified below.

* Initially 624 records were identified through database searching, an additional 23 records
were found through other sources;

* A total of 647 records were initially reviewed — 136 duplicate records were identified and
removed;

* 511 Abstracts were screened using initial screening criteria, 303 were excluded due to
failure to meet specified inclusion criteria;

* The remaining 208 full text articles were reviewed against the selection criteria, a total of
145 of the articles were eliminated for failure to meet inclusion criteria; and

* The final 62 articles were included in the synthesis.

The Australian review used Ovid, Medline and Scopus databases. Grey literature also inlcuded
published and unpublished reports by Federal and State Government departments, research
centres, academic organisations, advocacy groups and peak bodies representing the voice of
people with intellectual disability but included articles and reports dating back to 1978. Sources
using keyword combinations included the Australian Institute for Health Welfare (AIHW),
National Centre for Vocational Education Research (NCVER), Database of Abstracts and
Reviews of Effects (DARE), Citation and related article searching on key articles using Google
Scholar and Grey literature searching. This resulted in a total of 106 articles and reports that
were reviewed.

Results of the Scoping Review

Assessing the quality of research methodology is a key feature of scoping reviews (Armstrong et
al, 2011). Therefore, we included an indication of methodological rigor for each research study
to bolster support for findings in our synthesis. We ranked research rigor using the basic
evidence guidelines published by Johns Hopkins Hospital in terms of a hierarchy from most (I)
to least (V) strength of evidence (Newhouse, Dearholt, Poe, Pugh, & White, 2005). Table 2
shows the coding system used to define research rigor.

Table 2
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Research Methodology Rigor Coding System

Category Rank

Description

Examples

Experimental I

Quasi-Experimental 11

Secondary Data 11
Analysis

Single Subject v
Design

Qualitative Design/ V
Mixed Methods/
Case Study

Random assignment to groups
IV Manipulation

Optimal control of confounding
variables

Tested for causality

NO random assignment (but similar
to experimental in all other ways)
o IV Manipulation
O Suboptimal control of
confounding variables

Tested for causality
No random assignment
No control of extraneous variables

Examined relationship between
variables

Limited n

Single subject/group serves as own
control

Experimental manipulation

Control of extraneous variables

Use of coding techniques for themes
Description of case example

Combination of qualitative and
quantitative methods

Randomized control designs, classic
experimental designs that include
randomization

Classic experimental designs that do
not include randomization, pre-
posttest designs, post-test only
designs, interrupted time series
designs

Correlational studies, predictive
designs, model testing designs,
regression analyses

AB design, multiple baseline,
reversal designs

Case study using interview,
documents, or reports, demonstration
projects, pilot projects

To organize interventions, employment practices were sorted into six intervention code
categories. We developed these categories based largely on the chronological phases of support
needed during the open employment process, including creating a job seeker profile, job
development, job site training, and long term support (Schall et al., 2015). We added two
additional coding categories to encompass service provider strategies and any additional
pertinent practices (i.e., “other” category). A description of each category (IV #) with associated
services is presented in Table 3.

In total, we identified 62 articles reporting on employment interventions for individuals with
IDD diagnoses, though some studies included a mixed sample with other disabilities or comorbid
diagnoses. For each sample that was not comprised entirely of the target population (i.e., IDD),
the total amount of individuals with IDD diagnoses is specified in the appendix. Studies were
conducted mainly in the United States (n = 55; 88.7%) but also the United Kingdom (n = 2;
3.2%), Spain (n =2; 3.2%), Brazil (n = 1; 1.6%), China (n = 1; 1.6%), and Canada (n = 1; 1.6%).

Table 3
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Intervention Component Coding System

Employment v
. Code Description Examples
Practice Category 4

Creating a Job 1 Pre-employment activities Assessments, person-centered career

Seeker Profile aimed at determining a job planning, resume/portfolio
seeker’s personal strengths,  development, attention to job choice,
vocational interests, structured work experience (paid or
concerns related to unpaid), seamless transition from
employment and desired school to work, family involvement,
employment outcome. classroom instruction (secondary or

postsecondary), life skills (e.g.,
travel training or assistance, social
skills), self-determination training,
etc.

Job Development 2 Activities related to securing Individualized job search strategies,
a proper job match, which rapid job search, job analysis, job
include networking with matching, disability disclosure, job
businesses and evaluating customization, informational
potential businesses for fit. interviews, networking, and business

partnership strategies, etc.

On-the-Job Training 3 Activities related to teaching Place and train model, job coach
direct job skills, identifying supports, job support plan, workplace
workplace supports, or making  modifications, individualized supports,
environmental arrangements peer mentoring, internships, and
for success in the workplace. communication between stakeholders,

etc.

Long-term Support 4 Activities related to the Follow-along services, continued
identification and installation communication among stakeholders,
of extended supports necessary  family involvement, monitoring, etc.
for vocational success

Service Provider 5 Activities related to improved Training initiatives, referral

Practices service provider training or information, knowledge translation,
practices interagency collaboration, etc.

Other 6 All other services Diagnostic or medical evaluation,

collaboration with medical staff or other
service providers, etc.

Concerning methodology, the vast majority of articles met level III on the established coding
system (n = 29), followed by level V (n = 15), levels [ and II (n = 5 each), and level IV (n=38).
Many of the Australian specific articles and reports comprised mixed samples but only studies
where the majority were people with IDD were included. Following application of stringent
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inclusion criteria, 9 Australian peer reviewed articles were included in the scoping review, with
some at level V (n= 4) followed by level II (n=3) and level III (n=2). Additionally, findings from
grey literature are also reported.

Themes at Levels I and I1.

Levels I and II, which targeted randomized control trial (RCT) and quasi-experimental methods
represent the strongest level of evidence produced by research designs (Newhouse, Dearholt,
Poe, Pugh, & White, 2005). A total of 10 international studies were identified across these 2
levels (i.e., n =5 at Level I and n =5 at Level II). The following findings emerged from a review
of these studies: (1) A high degree of support for the Project SEARCH Plus Autism Spectrum
Disorder (PS+ASD) Supports model exists at the strongest level of methodological testing; and
(2) an RCT demonstrated the importance of staff training in producing better employment
outcomes for clients. We will review each of these findings in more detail.

PS+ASD Supports Model. The traditional Project SEARCH model is a transition-to-work
internship program designed to help high school students ages 18 to 22 build vocational skills by
participating in a series of individualized unpaid internships in applied business settings using an
SE approach (Daston, Riehle, & Rutkowski, 2012). The traditional model was developed at the
Cincinnati Children’s Hospital Medical Center in 1996 and includes total immersion in a
workplace, a business-led approach, customized internships based on student’s interests,
strengths and needs, highly trained staff and collaboration with supported employment service
provider agencies that placed graduates not employed by the intern host employer and provided
follow-along services to both the individuals employed by the host employer and those placed
elsewhere (Daston, Riehle, & Rutkowski, 2012).

Wehman and colleagues (2014b) extended the traditional Project SEARCH model by including
diagnosis specific supports for ASD to address the vocational, social communication and
learning needs of a sample of individuals with ASD and co-occuring ID. Examples of ASD
specific supports used in the PS+ASD model include visual cues, behavior support training,
social and communication skills training, and self-regulation strategies (Wehman et al., 2019).
Research on the PS+ASD model included in this review were conducted at the Level I rigor
using RCT designs and yielded highly successful CIE outcomes ranging from 73.4% to 90% for
graduating interns (Wehman et al., 2014b; Wehman et al., 2017; Wehman et al., 2019). Five key
components of the PS +ASD supports model were identified as contributing to such a high CIE
success rate (Wehman et al., 2019).

* [Internships: Students participate in three internship rotations, each approximately 10 to 12
weeks long accruing a high dosage of over 700 hours of internship hours during the school
year (Schall et al., 2015). Internships are individually designed for each student accounting
for personalized long-term career goals and built-in opportunities to develop and refine social
communication and employment skills in an applied work setting. During the course of the
internship rotations, staff identify each student’s strengths, preferences, interests and support
needs, and use this information to modify training in order to prepare the student to be career
ready by the completion of the third, and final, internship.
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* [Instructional strategies during internships: Instruction during internship rotations centers on
repeated practice opportunities in naturalistic environments to build vocational and social
skills. Staff use Applied Behavior Analysis (ABA) to instruct students in the acquisition,
fluency and maintenance of employment relevant skills.

*  Personalized vocational assessment and training: By design, the program is totally immersed
within a work setting which enables personalized internships to serve as both assessment and
training opportunities.

*  Seamless transition to adult services: PS+ASD students receive vocational support during the
intervention from job coaches and a Vocational Rehabilitation (VR) counselor. Upon
graduating from the PS+ASD program, students immediately begin the job search process
with the job coaches and VR counselor already familiar with their strengths, needs, interests
and career goals rather than delaying the employment process by entering a wait list at an
adult service agency and ultimately working with service providers who are unfamiliar with
their work abilities and preferences.

*  Focus on meeting business needs: In addition to providing personalized vocational training
for students, internships are also customized to meet the needs of a business. PS+ASD staff
do not expect the business to create internships where open positions are not conducive to the
business or a customization of job tasks for a new position does not also benefit the business
as well as the intern. Therefore, interns are fulfilling a real need within the business and so
the business holds high expectations regarding work performance. This sets a high standard
for the quality of work students in the PS+ASD program are required to learn.

Staff Training. Research indicates that service provider training can substantially affect CIE
outcomes. Using an RCT design, Butterworth and colleagues (2012) assigned employment
consultants across 25 SE programs in two U.S. states to a specific training curriculum compared
to a control condition (i.e., training as usual). The intervention group, which received 24 seminar
hours of instruction in SE and customized employment (CE) demonstrated three times more
placements within the next 12 months along with higher wages and more hours worked per week
for clients. These findings reinforce an important point that employment services are only as
effective as the staff trained to provide them.

To summarize, there are several common themes to be gleaned from Levels I and II studies.
These include an emphasis on specific transition-to-employment techniques, such as intensive,
integrated work experience for youth and young adults before leaving school or immediately
post school®. Further, these intervention services must be highly individualized, accounting for
distinct differences in vocational strengths, preferences, interests and needs. The PS+ASD
Supports model installed specific supports for individuals with ASD, including highly structured
learning experiences, reliance on evidence-based ABA techniques for teaching and addressing
challenging behavior, and a focus on developing social communication skills pertinent to a work
setting (Wehman et al., 2014b; Wehman et al., 2017; Wehman et al., 2019).

% In the U.S., students with moderate or severe ID often attend school to the age of 22. In Australia, school typically
finishes at age 18 and Student Leaver Empoyment Supports is offered immediately post school.
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The importance of including specialized supports for students with ASD should be emphasized
as CIE success rates for PS+ASD supports at the Level I rigor were as high as 73.4% to 90%.

Traditional Project SEARCH. Comparatively, studies identified in this review adhering to the
traditional Project SEARCH model without diagnosis specific supports were conducted at the
Level II rigor and reported a slightly lower range (51.5%- 83%) of successful CIE outcomes for
students (Christensen & Richardson, 2017; Christensen, Hetherington, Daston, & Riehle, 2015).
These studies did not focus specifically on individuals with IDD. It should be noted that the
results of an independent evaluation of the traditional Project SEARCH model is presented later
in the grey literature section of this document.

When examining the effectiveness of the traditional Project SEARCH models, we must consider
the limitations in current study designs. First, most studies of Project SEARCH do not focus
specifically on individuals with ID. For example, in the Christensen et al. (2015) study,
individuals with ID comprised only 37.9% of the study sample. Without the ability to
specifically examine the experiences of participants with ID, the ability of the Project SEARCH
model to meet the needs of these individuals is not fully confirmed.

Second, the study designs employed in most traditional Project SEARCH evaluations make it
difficult to assess the effectiveness of the internship component of the model. The Christensen et
al. (2015) article reported an extremely high 83% employment outcome rate. However, well over
half (58%) of all positive employment outcomes occurred when individuals were placed in jobs
outside the host company. Without a control or comparison group study design, it is not clear
whether or not the participants with ID actually require the intensive work experience activities
provided in Project SEARCH, or if the same employment outcomes could be achieved through
the basic SE/OE service model of assessment, job development, job site training, and ongoing
support.

Australian Place and Train Models. The three level II Australian studies related to a work
preparation/vocational training model for youth with mild ID and learning difficulties (IQ >65)
that was the forerunner of the current DES system (Black, 1984; Hauritz, Riches, Parmenter &
Ward, 1980). Systemmatic data driven assessment and vocational instruction (using task
analyses, goal setting and reinforcement strategies etc.) were provided in an industrial setting.
Additonal instruction was provided in functional work related life skills, and individualized
assistance was provided by vocational counsellors for job search and job interviews. The service
provider was responsible for job analysis and job matching and short term on the job support
post placement. Graduates of this model consistently obtained full time CIE placement rates of
60% at a time of high youth unemployment, in addition to 4% undertaking apprenticeships, as
well as intermittent employment rates at approximatlety 11% (Black, 1984). The work
preparation/vocational training model evolved into a place and train model when this approach
was found to be more effective.

Lastly, all interventions identified at Levels I and II shared a common focal point of ultimately
achieving competitive employment outcomes within the community for pay rather than volunteer
or other non-paid work. Supplementary Tables 1 and 2 in the appendix show the IV components
of studies identified at levels I and II.
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Themes at Level 111

While Levels I and II studies were primarily multi-element interventions, those included in Level
[T examined more specific intervention components. These studies employed mainly
correlational, as opposed to causal, research approaches and included disability populations with
diagnoses other than just IDD. Results are depicted in Supplementary Table 3 in the appendix.

Level III research predominately focused on receipt of eligibility-based VR services from
agencies in the United States, which exist to help individuals with disabilities achieve positive
employment outcomes. These agencies offer a wide range of services based on each individual’s
need. Findings indicated that some specific services emerged as particularly impactful on CIE
outcomes across multiple studies. Most notably, job placement services, which refer to assistance
with actions related to securing an interview with an employer (Chen, Sung & Pi, 2015) were
reported as a positive predictor of employment outcomes across multiple studies. Also, on-the-
job support and job training all emerged as important services associated with positive
employment outcomes across three or more studies. To organize findings, a summary of studies
supporting or opposing use of identified intervention components at level III methodological
rigor is presented in Table 4.

Two key findings emerged from the review. First, multiple studies reported that receiving more
VR services was associated with better employment outcomes (Alverson & Yamamoto, 2017;
Alverson & Yamamoto, 2018). Ditchman, Miller, and Easton (2018) reported that having a
greater amount of six specific services resulted in better CIE outcomes, though findings indicate
it is not the quantity but the combination of services that led to successful outcomes; assessment,
counseling, job placement, on-the-job training, job search support, and transportation services.
Second, individualized job support placements, using supported employment techniques yield
better pay outcomes. Boeltzig, Timmons, and Butterworth (2008) reported higher wages for
those in individualized support jobs compared to those in group support settings within matched
job sectors (e.g., sales, administration, food service, etc.).

Tuckerman, Smith & Borland (1999) analysed 10 years of data from Jobsupport, an Australian
DES-ESS provider that only caters for people with moderate ID (average 1Q=51.2), is data
driven but also documents its practices. Practices comprised a functional/situational assessment
which culminates in an agreed plan signed by both the provider and the client; a formal job-client
matching process; a detailed job analysis including job redesign, task analysis, and agreed rate,
quality and supervision requirements (average time per client 108 hours); one-to-one onsite
training until the client reaches the agreed standards and is integrated into the workplace with
daily supervision transferred to the supervisor/co-worker (average time per client 72 hours or 6.9
weeks for onsite training); and ongoing follow-up support for the client and employer (average
of 9.6 hours per month follow-up after the first twelve months of employment). Using
customized employment, 50% jobs were created by JobSupport. Over the 10 year period
analysed, these combined practices resulted in 81% job placements in workplaces with over 20
employees, an average annual job retention rate of 82%; and good to high client and employer
satisfaction levels at comparatvely less cost and better open employment outcomes than a state
funded Post school options program. The contribution and significance of individual practices
was unknown.
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An evaluation of the moderate ID loading (defined as an IQ<60) found Jobsupport was
responsible for 72% of all 26-week 15+ hours per week employment outcomes across Australia
for people with a moderate intellectual disability (59% of all 26-week employment outcomes for
MID). The report noted that Jobsupports results were two to three times the national average. A
summary of Jobsupports approach was included in the report (Department of Education,
Employment and Workplace Relations (DEEWR) (2013).

Furthermore, DES Outcomes by type of disability data for every service in Australia is subject to
sample audit checks by government and government data are readily available and provide a
unique opportunity to identify, investigate and disseminate what works for people with ID or
other populations. The late Paul Cain’ produced a user-friendly spreadsheet version of these data
while the original government data are still available at

http://Imip.gov.au/default.aspx? LMIP/Downloads/DisabilityEmploymentServices Data/DESQutc
omeRatesbyDisabilityType

Table 4

Support by Number Study for All Identified Evidenced-based Practices

Supports # Studies

. General . . . References
Service < e Vs indicating
Description
Opposes  Support
Job Placement Activities leading ~ Supports 9 Bolton; Bellini & Brookings,
to a referral to a 2000; Chen, Sung & Pi, 2015;
specific job Ditchman, Miller, & Easton,
resulting in an 2018; Kaya, 2018; Kaya et al.,
interview 2018; Migliore, Timmons,
Butterworth, & Lugas, 2012;
Moore, Harley, & Gamble,
2004; Nord, 2016, Tuckerman,
Smith & Borland, 1999
Job Training  Training of the Supports 4 Ditchman, Miller, & Easton,
particular tasks 2018; Kaya, 2018; Kaya et al.,
and duties related 2018, Tuckerman, Smith &
to an individual’s Borland, 1999
employment
position
Long Term Installation of Supports 6 Brooke et al., 2018; Kaya, 2018;
Support/ supports for on- Kaya et al., 2018; Lawer,
Maintenance going success Brusilovskiy, Salzer, & Mandell,

> Vale Paul Cain - CEO Inclusion Australia, and advocate for the rights of people with disability,

particularly in the areas of inclusive education and employment
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. General Supports .# S.t udfes References
Service < e \& indicating
Description
Opposes  Support
2009, Tuckerman, Smith &
Borland, 1999; Tuckerman, et
al., 2012
Counseling/ Direction provided Supports 3 Chen, Sung & Pi, 2015; Chiang,
Job Guidance  to help individual Ditchman, Miller, & Easton,
obtain 2018; Moore, Harley, &
employment, Gamble, 2004
including
addressing
vocational needs
or determining
vocational
interests
On-the-job Support provided ~ Supports 6 Chen, Sung & Pi, 2015; Kaya,
Support after an individual 2018; Kaya et al., 2018; Lawer,
obtains a job (e.g., Brusilovskiy, Salzer, & Mandell,
job coach for 2009; Nord, 2016, Tuckerman,
teaching and Smith & Borland, 1999
monitoring)
Diagnosis/ Assistance getting  Supports 2 Kaya, 2018; Kaya et al., 2018
Evaluation a diagnosis and
subsequent
supports or
medical treatment
to manage
symptoms
Job Search Help with finding  Supports 3 Ditchman, Miller, & Easton,
Support a job; design 2018; Nord, 2016, Tuckerman,
resume, practice Smith & Borland, 1999
interviews, look
for employment
opportunities
Transportation Assistance with Supports 2 Ditchman, Miller, & Easton,

learning, securing
or funding
transportation
services for work
purposes

2018, Tuckerman, Smith &
Borland, 1999
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Overall, an analysis of Level I1I data corroborate findings from Levels I and II which indicate
that increasing the use of higher quality SE services (Alverson & Yamamoto, 2017; Alverson &
Yamamoto, 2018), such as those found in intervention packages that comprehensively cover all
parts of the employment process (i.e., support with creating a profile, job development, on-the-
job training, and follow-along) lead to better CIE outcomes (Tuckerman, Smith & Borland,
1999; Wehman et al., 2014b; Wehman et al., 2017; Wehman et al., 2019).

Themes at Levels IV

While Level IV is placed comparatively lower on the methodical hierarchy, it should be stated
that all of these studies identified in the matrix incorporated single subject design (SSD).
Although SSD does not use large sample sizes, it does serve an applied purpose by allowing for
an analysis of individually-designed interventions while exercising experimental manipulation
and control, and using highly-structured interpretation methods of collected data (Kazdin, 2011).
As is typical for SSD research, results for this search returned primarily granular intervention-
based techniques. In this case, the collection of articles offers support for specific instructional
strategies related to successful employment in local businesses. These include the positive effect
of video modeling job tasks (Burke et al., 2013), video feedback by viewing work performance
and discussing with a coach (Mackey & Nelson, 2015), audio prompts provided discreetly during
job training (Bennett, Ramasamy & Honsberger, 2013a; 2013b), a simultaneous prompting
procedure in a work setting (Collin, Terrell, & Test, 2017), and a vocational self-management
strategy utilizing a wearable watch alarm (DiPipi-Hoy, Jitendra, & Kern, 2009).

Together, these findings illuminate contemporary themes surrounding the usefulness of
technology in both teaching job tasks and fading job support to increase independence on-the-job
and maximize job support resources. A full inclusion of instructional strategies at the SSD level
was likely not captured given the narrow search parameters used while analyzing the empirical
databases used in this review. Included Level IV studies were identified specifically due to their
applied vocational focus. However, a greater need for incorporating technology within
employment support services is recognized. Chen, Sung and Pi (2015), who reviewed case files
for 5,681 individuals with ASD receiving VR services expressed concern over a continued lack
of funding for, and availability of, rehabilitation technology (e.g., iPad, JobTips, etc.) through
VR agencies when so much empirical evidence exists supporting the use of these approaches to
promote employment performance for individuals with IDD. Supplementary Table 4 in the
appendix presents results of studies with Level IV methodological designs.

Themes at Level V

Articles meeting a Level V methodological rigor varied greatly in terms of design and scope. A
range of qualitative, mixed-methods, and case study data were reviewed, which are summarized
in Supplementary Table 5 in the appendix. Mainly, level V research substantiated the findings
from the aforementioned more rigorous studies. Most studies effectively yielded employment
outcomes by following an SE or CE approach (Baker-Ericzén et al., 2018; Banks, Jahoda,
Dagnan, Kemp, & Williams 2010; Becerra, Montanero, & Lucero; 2018; Coleman & Adams,
2018; dos Santos Rodrigues, Luecking, Glat, & Daquer, 2013; Ham et al., 2014; Lindstrom.,
Hirano, McCarthy, & Alverson, 2014; McLaren et al., 2017; Wehman, Schall, McDonough, et
al., 2012b). While not explicitly stating the use of SE or CE, several additional studies reported
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success using techniques commonly incorporated into SE and CE approaches including job
coach assistance and job modification (Mautz, Storey, & Certo, 2001), job matching (McCabe &
Suxing, 2009), job customization and job development strategies (Smith McVilly, Rhodes &
Pavlidis, 2018), and on the job training (Vila, Pallisera, & Fullana, 2007).

Additional findings included studies that documented the effective use of visual supports (Mautz,
Storey, & Certo, 2001) and positive behavior support (Ham et al., 2014) to increase
independence and fade job coach support. Lastly, the importance of job retention services
emerged in the Level IV data. For individuals who are already employed, job retention is a major
concern. One case study identified reasons for job loss or separation while receiving SE services,
which included lack of acclimation to workplace changes, behavioral problems in the workplace,
inability to manage job stress, and job dissatisfaction (Banks, Jahoda, Dagnan, Kemp &
Williams, 2010). These issues could all arguably be prevented with proper proactive follow-
along services, and highlight the need for productive communication between rehabilitation and
vocational service providers, the employees with IDD, and the business.

Summary

In summary, the overall results of this scoping review support the efficacy of the “place, then
train” model that enables an individual to learn work skills while immersed in real work
environments (Christensen & Richardson, 2017; Christensen, Hetherington, Daston, & Riehle,
2015; Kaehne, 2016; Wehman et al., 2014a Wehman et al., 2017). Supports should be provided
based on individual need during the entire employment process, beginning with job searching
and continuing with proper follow-along services (Banks et al., 2010). Failure to install supports
at any point can ultimately lead to job loss. All teaching strategies should be evidenced-based,
individualized (Schall et al., 2015), and implemented by highly trained staff (Butterworth,
Migliore, Nord, & Gelb, 2012). On a broader note, findings from this scoping review also
elucidate a need for the research community to initiate greater efforts to use the highest levels of
methodological rigor when investigating employment interventions for individuals with IDD.
Currently, very few studies met the most stringent methodological criteria.

Limitations

Although efforts were made to collect a representative international sample of studies, most that
met inclusion criteria came from the United States, and therefore findings may not account for
societal factors impacting work outcomes in other parts of the world. Many studies, particularly
those at the Level III rigor, did not limit samples to exclusively IDD, thus some included studies
comprising a mixed sample with individuals with IDD along with other diagnoses. With this in
mind, the total percent of individuals with IDD were identified in each table in the appendix to
provide transparency and help the reader make accurate interpretations regarding generalization
of results. In general, most studies did not target a specific intervention component (e.g.,
situational assessments, job matching tools, etc.) as part of their design. Rather, most studies
investigated the effect of a combination of intervention techniques, making it difficult to isolate
specific strategies and evaluate their solitary worth. However, this may reflect the overall notion
that services are best delivered as a combination of effective practices (Ditchman, Miller, &
Easton, 2018). Further, many studies explained intervention components in vague terms,
reporting processes like “on-the-job training” rather than specific methods like “discrete trial
training” or “systematic instruction” with the exception of Level IV studies. As a result, the
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combined effect of multiple interventions, as opposed to specific practices, directed the analyses
of results. The findings of this scoping review of peer reviewed literature can be combined with
the following review of the grey literature to guide evidenced-based practices.

Review of the Grey Literature

A review of the grey literature was also conducted as part of this scoping review. This analysis of
non-peer-reviewed policy literature revealed various US federally-funded, and Australian
federally and state funded, private, and non-profit grant-based programs aimed at improving
employment outcomes for individuals with IDD. Documentation in this area ranged from
extensive program evaluation reports and white papers (e.g., Centre for International Economics,
2017, Department of Social Services, 2014a; Fraker, Mamum, Honeycutt, Thompkins, &
Valentine, 2014), to more informal articles disseminated through mainstream magazines and
online publications (e.g., Wasmer Andrews, 2005). The vast majority of grey literature reviewed
consisted of descriptive policy and program recommendations that highlighted potential
employment models through specific funding sources (Thompson, Schalock, & Tassé, 2018),
results of private foundation employment grants (Kessler Foundation, 2018), social enterprises
(Kanady & Missimer, 2018), and demand-side strategies to promote the business case for hiring
people with disabilities (Australian Chamber of Commerce and Industry, 2014;). Several
government policy documents were also analyzed in this review. These reports emphasized the
importance of funding programs to address the needs of both potential employers and employees
(Australian Institute of Health and Welfare, 2017; Great Britain Department for Work and
Pensions, 2017; Scottish Government Fair Work Employability, and Skills Directorate, 2018).
While these documents outlined broad policy commitments of national governments to engage in
improving domestic employment outcomes for individuals with disabilities, they omitted more
granular descriptions and evaluation of specific practices.

In reviewing the grey literature, there are several rigorous, systematic evaluations of employment
programmes that provide useful evidence of effective practices.

Importance of Training and Technical Assistance. Hall, Butterworth, Gilmore, and Metzel
(2003) analyzed data across all U.S. states to identify those that had the highest rates of
integrated employment of people with IDD. The authors then interviewed key informants from
13 of these high-performing states to identify best practices for promoting employment of
individuals with IDD. Their findings include the following themes: (1) strong agency leadership
and interagency collaboration; (2) ongoing training and technical assistance; (3) local control of
service delivery, and (4) data collection and program evaluation (Hall, Butterworth, Gilmore, &
Metzel, 2003). Many of the states included in this sample overcame systemic barriers to CIE by
identifying statewide goals and key indicators to incentivize service providers. Several other
states reported engaging leadership within the state and across organizations to promote
collaboration on target initiatives. While state-wide commitment to driving innovation through
shared leadership was a consistent theme, so too was local community autonomy over funding
decisions. Finally, one of the most important factors identified was the strong need for ongoing
training and technical assistance to all stakeholders involved in the employment of people with
disabilities (Hall, Butterworth, Gilmore, & Metzel, 2003).
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Youth Transition Demonstration. The Youth Transition Demonstration (YTD) was a national
RCT demonstration undertaken by the U.S. Social Security Administration to maximize the
economic self-sufficiency of youth transitioning into adulthood by identifying and testing best
practices for service delivery and work incentive funding (Fraker, Mamun, Honeycutt,
Thompkins, & Valentine, 2014). Six project sites across the U.S. were counted in the evaluation
sample with approximately 800-900 youth at each site. The YTD program incorporated
individualized work experiences, supports for youth and family, interagency service support, and
incentives and benefits counseling to overcome widely-diagnosed barriers to CIE (Fraker et al.,
2014). While the programming specifics as well as the goals and outcomes of each project site
varied within the general focus of transition-age youth with disabilities, several key findings
emerged from the evaluation. Five of the six project sites reported statistically significant
positive impacts on increased earnings, reduction in pension benefits, or both (Fraker et al.,
2014). Of particular note is the fact that technical assistance was provided to these projects,
which led to significantly positive results in the following year of this intervention (Fraker et al.,
2014).

Social Security Promise Demonstration. The PROMISE programme (U.S. Department of
Education, 2014) was a national, multi-site RCT demonstration project aimed at validating
employment services and supports that lead to successful employment outcomes for adolescents
with disabilities who receive Supplemental Security Income (SSI) from the U.S. Social Security
Administration. The demonstration operated from 2013-2018 in six sites and enrolled over
12,000 adolescents into the study sample (Hartman, Schlegelmilch, Roskowski, Anderson, &
Tansey, 2019). (Golden, Karpur, & Podolec, 2019). Participants in the experimental group were
provided a core set of services, including training in self-determination, benefits counseling,
work experience placements, family training, and employment supports (job development and
job site training). Individuals with ID comprised approximately 30% of the study sample, which
limited the generalizability of the study results.

A recent preliminary impact analysis (Mamun, et al., 2019) described the initial service and
employment outcomes across the six Promise demonstration sites. The projects’ impact on
employment was generally limited to short term work experiences as opposed to permanent paid
employment, although the report indicated that greater impacts may be shown if services are
improved and delivered for a longer period of time.

A potentially important finding was that in four of the projects the receipt of transition services
led to a considerable increase in the likelihood that participants would subsequently apply for
vocational rehabilitation services. The finding that receipt of work experience opportunities and
other transition services might ultimately lead participants to apply for formal adult vocational
rehabilitation services (open employment, job placement, etc.) would have significant
implications for future service delivery, particularly for individuals with ID.

Federal Supported Employment Study. Chan and Kregel (2019), reviewed a propensity-score
matched analysis of 108,000 individuals with ID served by state vocational rehabilitation
agencies in the U.S. The results of the study documented the effectiveness of SE as an effective
intervention for individuals with intellectual disabilities served by the state-federal vocational
rehabilitation program. Individuals receiving SE were significantly more likely to become
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employed after receiving services. Notably, the effect was strongest for individuals with
intellectual disabilities, transition age youth (mean age 19), and persons receiving federal
disability benefits, three groups that traditionally have been unemployed or underemployed.

Additional Project SEARCH Evaluation. Finally, in addition to studies evaluating the efficacy
of Project SEARCH in the peer-reviewed literature, Kachne (2014) produced an independent
evaluation of Project SEARCH across 17 sites in the UK. Sites included in the evaluation
adhered to the traditional Project SEARCH model rather than specialized components integrated
into the PS+ASD Supports model used in studies included in the Level I evidence section (e.g.,
Wehman et al., 2019). Similar findings were also later published in the peer-reviewed literature
(Kaehne, 2016), which was included in our analysis under Level II evidence. Despite significant
methodological limitations to generalizing evaluation results based on a significant amount of
inconsistent data, Kaehne’s (2014) findings are largely in keeping with the peer reviewed
literature reporting positive employment outcomes with both the host employer and post
graduation from the traditional Project SEARCH model, though with a smaller effect size than
those reported in PS+ASD Supports studies (e.g., Wehman et al., 2019).

Raised employability expectations

In the Australian context, several studies concluded the presumption of employability among
parents, educators and employment services was integral to the success of employment for young
people with ID, and was associated with increased job confidence and job retention (ARTD
Consultants, 2016; Black, 1984; Riches & MacDonald, 2016; Tuckerman, 2015). A comparative
data analysis by Jobsupport found the introduction of the TTW service increased the number of
school leavers willing to attempt employment by 120%. Over half of the school leavers who
entered Jobsupport’s TTW/SLES® were unable to use public transport at the end of school, had
low self-fulfilling expectations regarding employment and would not attempt employment
without a bridging TTW/SLES service. Customised work experience and systematic training
allowed participants to experience success and gain confidence (Tuckerman, 2015).

Several reports identified that successful DES providers concentrate on developing profile data
regarding the strengths, interests, preferences and abilities of jobseekers with ID, use functional
work assessment data and identify employment goals to assist in job placement (Department of
Social Services, 2017; Riches & MacDonald, 2016; Tuckerman, Smith & Borland, 1999).

Marketing

Job search and targeted marketing strategies were identified as effective practices associated with
improved job placements for people with IDD (Department of Social Services, 2014b; Marsh,
Tuckerman, Cain & Kregel, 2012). Jobsupport uses an evidence-based job search process based
on a comprehensive market survey to achieve consistently high placement rates (Centre for
International Economics, 2017; Tuckerman, 2015). Nova Employment, another successful DES-
ESS provider has a strong marketing approach involving staff training in marketing for all
employment consultants, regular marketing to local employers, use of a repeat business strategy
and a range of promotion activities (Department of Social Services, 2017; Riches & MacDonald,

® Transition to Work (TTW) services are now called School Leaver Employment Supports (SLES) in Australia.
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2016). The Autism and Agriculture Pilot Program, a CRC Autism collaborator has replaced the
normal recruitment interview process with online applications, use of photographs and a
practical demonstration of skills to enable candidates with ID/ASD to successfully show their
skills and strengths and gain employment (van Barneveld, 2017).

On the job versus Classroom-based instruction

While pre-vocational training and vocational education in classroom settings may be effective
for other populations, there is a lack of evidence for such pre-employment and classroom-based
training and education for youth with ID. Cavallaro, Foley, Bowman (2005) reported that within
the equity groups, people with a disability had the lowest educational achievement and
employment outcomes from VET, and that for many students with disability their reasons for
study were non vocational. Ticket to Work programs in Australia as yet lack empirical
evaluation, but Wakeford & Waugh, (2014) reported that students with autism and ID can
struggle with the Ticket to Work program that includes classroom based instruction, as they do
not easily transfer generic skills development from classroom training into the workplace.
Instead, students with ID learn better through practical, hands-on experience, and require
customisation, adaptation, task breakdown, and the provision of ongoing disability support. In
another VET study, Fossey, Chaffey, Venville et al., (2015) also recognised learners with ID
struggle with classroom learning and identified best practice supports required involve
strengthening teacher knowledge about the ways in which to adapt tasks and spaces to support
individual students; recognising and respecting differences in student needs; and establishing
inclusive curriculum design and practice across the educational institution. These conclusions
are supported by course entry, course completion rates and employment outcomes that are
collected for all Nationally Accredited Vocational Education and Training (VET) courses from
Certificate level 1 through to University Diploma by the Commonwealth of Australia. VET data
from 2014-2017 revealed course completion rates for people with ID were extremely low,
ranging from 5.7% to 9.1%. The employment outcome rates for these graduate cohorts with ID
2015-2018 ranged from 20.5% to 55.8% (NCVER, 2019).

In contrast, skills based vocational instruction and work experience occurring in real work
environments has consistently been associated with better employment outcomes post school
(ARTD Consultants, 2016; Department of Family and Community Services, 2009; Riches &
MacDonald, 2016; Riches, Parmenter, Fegent & Bailey, 1993; Riches, Parmenter & Robertson,
1996; Watters, Riches & Parmenter, 1993; Wirth, 1979).

Staff training and technical assistance has the potential to enhance performance of individual
agencies and improve outcomes for clients with IDD, but the issue can be complex. Marsh,
Tuckerman, Cain & Kregel, (2012) found successful organisational change requires four
necessary and sufficient elements - recognition of need for change among management, direct
commitment to change from top management, a plan of action, and follow through training and
reporting systems; and evidence was that offering offering technical assistance to services that
were not ready to change was unlikely to be successful.
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Transition Predictors of Employment

Although the main purpose of this scoping review focused on interventions directly impacting
employment outcomes for adults with IDD, it is also important to consider additional evidence
examining the experiences of transition-age youth prior to exiting school. Fortunately, recent
systematic review and meta-analyses research in this area have revealed several key transition
predictors and practices linked to post-secondary success for students with disabilities (Haber et
al., 2016; Mazzotti et al., 2016). Many of the studies in these reviews include, but are not
specific to, individuals with IDD, so conclusions should be interpreted with caution for
individuals with IDD. Mazzotti et al. (2016) synthesized the results of studies using data from
the US National Longitudinal Transition Study — 2 (NLTS2) that examined predictive factors
leading to positive postsecondary outcomes for transition-age students with disabilities. Their
study expanded findings from a previous literature review conducted by Test et al. (2009) that
established a framework for organizing evidence-based in-school predictors of postsecondary
outcomes by levels of strength of evidence (i.e., none, potential, emerging evidence, and
moderate) in the areas of employment as well as postsecondary education and independent
living. Haber et al. (2016) conducted a meta-analysis of studies included in Test et al. (2009),
further refining contexts and populations where transition predictors and practices are effective at
promoting positive postsecondary outcomes. Findings from these studies form the foundation for
training efforts through NTACT (National Technical Assistance Center on Transition, 2019) to
prepare transition practitioners with effective practices for improving post school outcomes for
students. This section summarizes general findings from these correlational transition studies that
include students with IDD, organizing them by levels of evidence and using predictor terms used
in the systematic review by Mazzotti et al. (2016).

Transition Predictors of Employment with Moderate Evidence for Youth with IDD

It should be noted that limitations of correlational designs used predominately in research on
predictors of transition-age students mean that no factors carry more than moderate levels of
evidence for promoting employment for youth with IDD (Test et al., 2009). Among those with
moderate evidence (i.e., with at least two a priori studies, per Test et al., 2009), work experience
is one of the most well-documented factors identified in the research literature (Carter, Austin,
Trainor, 2012; McDonnall & O’Mally, 2012; Wagner et al., 2014). Other moderately predictive
school factors include participation in vocational education (Baer et al., 2003; Chiang et al.,
2013; Harvey, 2002). However, it should also be noted that while vocational education was
generally found to predict better work outcomes, context likely is a significant moderator in
intervention efficacy. For example, Baer, Daviso, Flexer, McMahan Queen, and Meindl (2011)
found that students who received three or more semesters of career and technical education
classes in non-community-based high school settings were not significantly more likely to
achieve post-school employment.

Transition Predictors of Employment with Potential Evidence for Youth with IDD
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A potential level of evidence means that predictors have at least one a priori study and two or
more exploratory studies (Test et al., 2009). Additionally, several aspects of student
programming were identified as potential predictors, including transition programming (Benz,
Lindstrom, & Yovanoff, 2000) and community experiences (White & Weiner, 2004). Several
malleable student characteristic factors also emerged in this level of evidence including self-
determination (Wehmeyer & Schwartz, 1997), and youth autonomy/decision making (Doren et
al., 2012;), Chiang, Cheung, Hickson, Xiang, & Tsai, 2012). Finally, parental expectations were
associated in several studies with moderate to large effect sizes in predicting employment (Doren
et al., 2012; Papay & Bambara, 2014).

Transition Predictors of Employment with Emerging Evidence for Youth with IDD

Factors that did not meet criteria for potential predictors, but presented some positive exploratory
findings were classified as having emerging evidence. Two predictors were incorporated into
Mazzotti et al.’s (2016) review under this level of evidence. Carter et al. (2012) found that both
goal setting and travel skills led to improved employment outcomes for youth in their study.
Both of these areas may also have been considered under other areas as travel skills are often
included as a component of self-care and independent living, and goal setting as a component of
self-determination. However, Mazzotti et al. (2016) found emerging evidence for these as
standalone factors.

Transition Predictors of Employment without Evidence for Youth with IDD

There were two predictors included in reviews to support the evidence base for students with
disabilities as a whole, but no studies involving individuals with IDD were included in the
sample, and so—based on these systematic reviews—these factors do not have evidence for
youth with IDD. These factors include interagency collaboration and parental involvement (not
to be confused with parental expectations). The sole study supporting interagency collaboration
as a predictor of employment outcomes was focused on deaf students (Bullis et al., 1995).
Likewise, only one study was identified to support parental involvement as a predictor of
employment, but the sample was limited to students with learning disabilities (Fourqurean,
Meisgeier, Swank, & Williams, 1991).

Negative Correlational Findings

Finally, several studies included in these reviews reported negative correlational findings, or
practices that contradicted evidence for various predictors (Mazzotti et al., 2016). Among these
findings, Chiang et al. (2013) reported that schools contacting vocational training programs and
potential employers decreased likelihood of employment. Papay and Bambara (2014) also found
that family involvement during high school was negatively correlated with employment. Though,
this finding should be interpreted with caution as this predictor was defined by parent reports of
whether teachers contacted them to develop post-school goals.

Practices with Limited Empirical Evidence
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While the primary purpose of this review is to identify the breadth of evidence supporting
various employment practices related to promoting CIE for individuals with IDD, it is also
important to highlight those practices with limited evidence in the empirical literature. Several
common practices were notably absent from the research literature. First, while previous sections
have identified several evidence-based practices and predictors for youth transitioning to
adulthood (i.e., community-based work experience), it should be clarified that early intervention
itself did not emerge as a salient factor in this review. Instead, the combination of early
intervention and quality services is an important determinant. Accordingly, Cimera, Burgess, and
Bedesem (2014) reported that earlier service delivery improved outcomes when using evidence-
based practices. No studies were identified that found that beginning engagement at an earlier
age led to better outcomes in the absence of evidenced-based techniques.

Additionally, no studies were found that supported the generalization of skills from specifically
classroom-based vocational education and training to improved CIE in adulthood for individuals
with IDD. This paucity of research may be partially explained by previous research
demonstrating that over-specificity of repetitive learning opportunities leads to decreased ability
to generalize skills for individuals with ASD (Harris et al., 2015). While the strength of evidence
behind several community-based work experiences for youth offer encouraging signs of potential
future research in this area, the overall lack of evidence behind early intervention and classroom-
based approaches to improving employment outcomes should serve as a caution to policymakers
against less nuanced approaches to transition intervention.

A number of Australian studies and reports identified effective transition practices correlated
with successful employment outcomes for students with ID. Effective school-based transition
practices involved individualised, person-centered transition plans with student chosen goals, and
goals to guide curriculum planning that were strength-based and collaborative (Department of
Family and Community Services, 2009; Riches, Parmenter & Robertson, 1996); and a substantial
amount of vocational training/work experience in community-based or real worksites and job
coaching using employment related technologies in the later school years (Department of Family
and Community Services, 2009; Ling, Morris, & Riches, 1993; Riches, 1997; Riches, Parmenter,
Fegent and Bailey, 1993; Riches, Parmenter & Robertson, 1996).

Effective post school transition programs were conceptually strong in their vocational
orientation, flexible around clients’ needs and aspirations, and provided substantial work
experience in community and real work sites, tailored to participants’ interests and strengths
(ARTD, 2005; Department of Family and Community Services, 2009; Marsh, Tuckerman, Cain
& Kregel, 2012; NCID, 2009; Riches, Knox & O’Brien, 2014; Wakeford & Waugh, 2014).
Transtion programs can raise expectations regarding CIE, as Tuckerman (2018) reported the
number of school leavers entering Jobsupport (Transition or DES program) increased by 120%
after the establishment of a transition program. Nevertheless, involvement in the transition
program did not appear to have any impact on reducing onsite training time once placed in a job
(Tuckerman, 2018).

Successful post school transition programs resulting in employment outcomes were also strong
in building and sustaining relationships with employers when employed staff were skilled in job
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placement, and had expertise with instructional technology and behavior management strategies,
along with experience providing disability support and inclusion in the workplace (Riches &
Parmenter, 1990; Riches & Parmenter, 1993; Riches et al, 1993; Watters, Riches & Parmenter,
1993).

Policies and Practices That Are Ineffective

Building off of several decades’ worth of research, advocacy, and policy evaluation, a great deal
is now known about the service delivery practices that increase CIE outcomes for people with
IDD. While it is important to understand those practices that do lead to better outcomes, it is also
important to isolate those that do not.

The NSW TTW and DES outcome data demonstrate a large tail of services that lack knowledge
of evidence-based practices and competence in achieving employment outcomes for people with
an intellectual disability. The MIDL’ review stated “peak organisations recognise that few DES

providers have the specialist skill sets and competencies required to support MIDL participants”
(Department of Education, Employment and Workplace Relations (DEEWR), 2013 p. 24).

In the U.S., a significant portion of individuals with IDD continue to be ‘employed’ in
segregated employment settings (Siperstein, Parker, & Drascher, 2013). These persistently high
rates of segregated employment settings continue despite policies like the Workforce Innovation
and Opportunity Act of 2014 (PL 113-128) in the U.S. and the Convention on the Rights of
Persons with Disabilities (United Nations, 2006) internationally that emphasize the commitment
to CIE as the priority outcomes for all individuals. Siperstein, Heyman, and Stokes (2014) found
that those who entered segregated employment settings rarely became competitively employed
later (only 10% of the sample). Australian figures are even lower, the Australian Department of
Social Services (2015) reported that 20,000 people were in supported employment in 2014 and
that 159 (1%) moved to open employment. Furthermore, individuals engaged in segregated
work were almost half as likely to have had previous work experience or job training and were
almost four times less likely to ever be competitively employed. Other analyses of segregated
and competitive employment found that segregated work settings were a significantly less
efficient use of public funding (Cimera, 2007), while inclusive employment delivers better
quality of life outcomes for young people with Down syndrome and their families than either
segregated employment or day programs (Foley, Girdler, S., Downs, et al., 2014.) These studies
overwhelmingly show that segregated employment settings do not work as a means for
improving CIE.

” MIDL Moderate Intellectual Disability Loading — a funding loading For DES providers on job placement and
outcome fees where an eligible participant with moderate ID achieves employment for at least 15 hours
per week
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Summary and Conclusion

The objective of this review was to identify evidenced-based employment practices and
document the associated strength of research for each identified practice related to CIE for
individuals with IDD. The information presented below is a synthesis of all three review
initiatives; a) a scoping review of the international peer reviewed literature base, b) a review of
international empirical grey literature, and c) a concentrated review of both the peer-reviewed
literature and grey literature pertaining specifically to Australia. Several major themes were
consistent across all three reviews. In the following sections, we summarize the common
findings that emerged as evidenced-based employment practices. Further, we discuss several
current practices for which little evidence materialized during the course of our review. Findings
have implications for informing policy and practice initiatives that promote competitive
employment for individuals with IDD.

Summary of Recommended Evidenced-Based Employment Practices

The major findings from these three review efforts point to the following as evidenced-based
practices for achieving competitive employment outcomes for individuals with IDD within
community settings.

*  Combined Stages of the Supported Employment Model. Findings from the systematic
and grey literature reviews highlight the following point: successful employment
outcomes are not typically the product of a single service, but rather the product of a
comprehensive evidenced-based process implemented at multiple chronological stages
consistent with the SE model. To reiterate, the SE model includes 1) personalized
assessments to build a job seeker profile, 2) individualized job development, 3) on-the-
job training provided by qualified staff, and 4) on-going support that is needs-based
rather than time-based. These combined services lead to measurably greater outcomes
than traditional employment services. There is a plethora of evidence demonstrating the
efficacy of the combined 4-stage model of SE on multiple measurable outcomes,
including a significantly higher likelihood of becoming employed (Alverson &
Yamamoto, 2017; Alverson & Yamamoto, 2018; Cimera, 2017; Christensen &
Richardson, 2017; Christensen, Hetherington, Daston, & Riehle, 2015; Kaehne, 2016;
Kaya, 2018; Kaya et al., 2018; Wehman, Chan, Ditchman, & Kang, 2014a; Wehman,
Lau, et al., 2012b; Wehman, Schall, McDonough, et al., 2017; Wehman, Schall,
McDonough, et al., 2014b; Wehman et al., 2019), greater hourly earnings at or above
minimum wage (Cimera, 2017; Schall et al., 2015; Wehman, Schall, McDonough, et al.,
2017; Wehman et al., 2019; Wehman, Lau, et al., 2012b) and greater job retention over
time (Brooke et al., 2018; Schall et al., 2015) as compared to traditional employment
service alternatives.

* Place, then Train Approach. While not in and of itself a step, the overarching
philosophy of SE is a “place, then train” approach to employment. Importantly, this
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method eliminates wasted time in pre-vocational preparatory activities that delay
transition to employment. Individuals should be placed in a job using information about
their strengths, interests, preferences and needs, followed by the installation of
personalized supports that will ultimately foster independence. The efficacy of “place,
then train” is clearly demonstrated by the successful CIE outcomes reported by SE/OE
programs that have already utilized this model.

Successful examples include multiple VR service success cases that point to on-the-job training
and support as a predictor of CIE (Chen, Sung & Pi, 2015; Kaya, 2018; Kaya et al., 2018; Lawer,
Brusilovskiy, Salzer, & Mandell, 2009; Nord, 2016), the results of a recent large scale study
including 108,819 individuals with ASD and 182,719 individuals with ID indicating a positive
effect of the SE intervention on CIE outcomes (Chan & Kregel, 2019), and numerous studies and
reports on Jobsupport regarding individuals who have achieved successful placement and
retention outcomes using the place and train model (Tuckerman, 1993; Tuckerman, Smith &
Borland, 1999; Department of Education, Employment and Workplace Relations, 2013).

* Effect of Dosage. Receiving a higher number of quality services for a substantial amount
of time is associated with better employment outcomes. To illustrate, findings from this
review indicated that individuals with IDD were five times more likely to become
employed with each additional VR service received (Alverson & Yamamoto, 2017) and
those who were competitively employed used twice as many VR services as those who
were not competitively employed (Alverson & Yamamoto, 2018). Similarly, Ditchman,
Miller, and Easton (2018) found that a greater combination of the following specific
services was associated with greater CIE outcomes; assessments, counseling, job
placement, on-the-job training, job search support, and transportation services.Top
performing Australian DES-ESS providers Jobsupport and Nova Employment also use a
similar combination of services and achieve high job placement and retention rates
(Department of Social Services, 2017; Riches & MacDonald, 2016; Tuckerman, 2015;
Tuckerman, Smith & Borland, 1999). In addition to the number and combination of
different services provided within the multicomponent PS+ASD Supports model, the
Project SEARCH internship program also utilizes markedly high doses of time spent
receiving individual services, with over 700 hours of internship experiences accrued
during a single 9-month program per intern (Schall et al., 2015). It is important for
service providers to determine an appropriate combination and amount of time for
services depending upon the needs and strengths of each individual client.

*  Quality of Staff Training/Services. The quality of employment services provided to
individuals with IDD is in large part dependent on the level of training received by staff
implementing those services. Therefore, properly trained staff are paramount to
successful employment outcomes. Findings from our review indicate that staff who are
properly trained on how to effectively implement the stages of SE secure more CIE
outcomes for clients, secure clients higher paying work per hour, and negotiate more
hours of work weekly than staff who do not receive targeted training in this area
(Butterworth, Migliore, Nord, & Gelb, 2012; Marsh, Tuckerman, Cain & Kregel, 2012).
Staff providing employment services should be fluent in the overall process for
implementing the chronological stages of SE along with knowledge of instructional
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training techniques that are supported by empirical research, such as ABA strategies used
for the on-the-job training (Wehman, Schall, McDonough, et al., 2017; Wehman, Schall,
McDonough, et al., 2014b; Wehman et al., 2019).

*  Work Experience for Transition-age Students. Participation in work experience before
graduating high school or shortly thereafter is a known predictor of later community
employment. Numerous studies establish clear links between early work experience and
later employment (Lindstrom, Hirano, McCarthy, & Alverson, 2014; Carter, Austin, &
Trainor, 2012; Mamun, Carter, Fraker, & Timmins, 2018; Riches, Knox & O’Brien,
2014; Riches, Parmenter, Fegent & Bailey, 1993; Riches, Parmenter & Robinson, 1996;
Wehman, Schall, McDonough, et al., 2017; Wehman et al., 2019).

However, it is not enough to simply provide work opportunities to transition-age

students. For individuals with moderate or severe ID, it cannot be assumed that work
experience alone will necessarily lead to CIE in the absence of additional OE services.
These individuals traditionally have had limited exposure to integrated community
environments and may have received much of their education in segregated classrooms or
other settings. They and their families may have been told repeatedly that competitive
employment was not a realistic option for them. For individuals with moderate or severe
ID, the benefit of work experience may be to raise the employment expectations of youth
and their families. For individuals with mild ID, work experience across several

industries often results in more realistic employment goals and better job matches (Riches
& MacDonald, 2017).

* Need for Further Research. Further research is need to confirm Jobsupports report
(Tuckerman 2015) and the U.S. PROMISES data (Mamun, et al., 2019) that a primary
benefit of work experience for people with ID is to overcome low expectations and result
in more people willing to attempt open employment.

* Personalized Rather than Universal Assessment and Training. Individuals with IDD
vary in terms of strengths, interests, preferences, and needs. Employment support
services that emphasize personalization of supports at every phase of the employment
process are significantly more likely to assist individuals in securing and retaining a job.
For example, DES providers that focused on developing profile data on clients to guide
the open employment process had better job placement outcomes. A 70% placement rate
for individuals with moderate ID between 2012 and 2017 by the DES-ESS Jobsupport
was achieved using detailed assessments to determine strengths and weaknesses that
informed good job matches (Department of Social Services, 2017). Personalized
assessment-based processes used by NOVA contributed to an 80% job placement rate
between 2012 and 2017 (Department of Social Services, 2017). Tapping into individual
needs rather than applying a generalized template of service allows service providers to
really understand the individual with IDD, develop an appropriate job match within a
preferred context and subsequently anticipate challenges that that might thwart successful
employment outcomes.

Summary of Current Practices with Limited Empirical Evidence
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Finally, our team identified several commonly used practices that were notably absent from the
empirical literature. There is extremely limited evidence (or in some cases, no evidence) within
the scientific body of literature that justify selection of these techniques over the clearly
established, evidenced-based methods already reviewed.

Segregated Employment. Participation in segregated employment was not cited as a
predictor of CIE outcomes in any study reviewed. Rather, many studies indicated that
segregated employment hindered individuals with IDDs’ ability to later obtain
community integrated jobs. For example, Siperstein, Heyman, and Stokes (2014) found
that only 10% of a large, nationally representative U.S. sample was able to successfully
move from segregated employment to CIE. Christensen and Richardson (2017) found
that no participants who had been in a segregated workshop setting for longer than five
years were able to transition to a community job. Individuals in segregated employment
also earn significantly less than those in community-based employment (Cimera, 2017).
In summary, there is no contemporary evidence that segregated employment leads to
community employment. Correspondingly, the Australian Department of Social Services
(2015) reported that 20,000 people were in supported employment in 2014 and that 159
(1%) moved to open employment.

Classroom-based Pre-vocational Training. While pre-employment training in the form
of applied internships and other work experience in real work settings emerged as a
significant predictor of CIE for individuals with IDD (Carter, Austin, & Trainor, 2012;
Wehman, Schall, McDonough, et al., 2017; Wehman, Schall, McDonough, et al., 2014b;
Wehman et al., 2019), preparatory activities conducted in a classroom or simulated
setting (as opposed to a real work environment) did not yield empirical support as an
evidenced-based practice. Such preparatory activities range in scope but include pre-
employment training programs and classroom-based vocational coursework where the
student does not have access to natural opportunities to develop and refine employment
skills. While several studies have described classroom-based techniques with aims at
better generalization to real world settings, such as the Ticket to Work program
(Wakeford & Waugh, 2014, p.18-19) and the Vocational Education and Training (VET)
study (Fossey, Chaffey, Venville et al., 2015; NCVER, 2019), none provide outcome
data to support efficacy. Therefore, at present, classroom-based pre-vocational training
simply cannot be identified as an evidenced-practice linked to real CIE outcomes.

Transition Services in the Absence of Evidenced-Based Practices. Lastly, there is no
evidence to suggest that the provision of earlier transition services is in and of itself an
evidenced-based practice. Earlier transition services, provided at age 14 rather than 16,
were found to be effective in promoting CIE outcomes for youth with IDD (Cimera,
Burgess, and Bedesem, 2014) but only when combined with the implementation of other
evidenced-based practices. Simply providing transition services at earlier ages in the
absence of other empirically backed techniques does not lead to improved employment
outcomes for youth and young adults with IDD.
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In summary, clear themes separating evidence-based employment practices for individuals with
IDD from those lacking empirical evidence emerged across our three reviews. Employment
service agencies have a responsibility to provide services that hold scientific merit in order to
maximize each client’s likelihood of achieving a job within their community, in an employment
field of their interest, and with the supports needed to succeed. Use of non-evidenced based
teaching strategies or allowing poorly trained staff to provide services runs several risks
including jeopardizing employment, damaging relationships with businesses, and causing undue
stress and frustration to the individual with IDD. Supports must comprehensively address needs
at all stages of the employment process, beginning with job search activities and continuing
through follow-along. Greater use of these evidence-based practices can be achieved through
staff training, technical assistance, and policy change. Collaborative efforts from government
entities, agencies, employers, individuals with IDD and their families can substantially improve
CIE opportunities for individuals with IDD.
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Appendix
Supplementary Table 1

Included Studies with Level I Evidence

Evidence-Based Employment Practices for Persons with IDD

o e Study Participants Independent Intervention
Citation e Category &n Variable ) DV & Outcomes Country
Butterworth, RCT 1 n =284 Training IV Code: 5 Intervention group secured USA
Migliore, Nord, & Employment curriculum for  24- hour face-to -face an average of 3.4 more
Gelb, consultants employment seminar on supported placements within in the
2012 across 25 consultants and customized next year, approximately
programs employment practices $1 more earnings hourly
assisting job over three days for clients, and an average
seekers with of 6.7 more hours per
IDD week for clients compared
to employment consultants
in the control group not
receiving the training.
IpSCl’l, Kurth, RCT 1 n= 1,429 SSI Achieving IV Code: 1 Intervention participants USA
McCormick, Recipients Success by Case management, significantly more likely to
Hall, & between 12-14  Prompting self-determination become employed
Chambless, 2019 years of age Readiness for  training, transition compared to control
with mental Education and  training, financial participants.
and physical Employment literacy, benefits More case meetings and
disabilities Program counseling, self-determination training
including ID (ASPIRE) pre-employment early during intervention
(8.2%) and services associated with better
ASD (13.9%) employment outcomes.
Wehman, Schall, RCT 1 n =49 Project IV Codes: 1-5 90% of participants USA
McDonough, et Youth with SEARCH Integrated work achieved CIE within 3
al., 2017 ASD ages 18-  with ASD internship program months post-graduation,
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Participants Independent

Intervention
Component(s)

DV & Outcomes

Wehman, Schall,
McDonough, et Youth with

ASD ages 18-

using an SE
approach; job profile,
job development, on-
the-job training and
follow-along
activities.
Individualized
supports tailored to
individuals with
ASD; social
communication
training, systematic
instruction, visual
cues, behavior
supports, self-
regulation strategies,

and staff training, etc.

IV Codes: 1-5
Integrated work
internship program
using an SE
approach; job profile,
job development, on-
the-job training and
follow-along
activities.
Individualized
supports tailored to
individuals with
ASD; social
communication
training, systematic
instruction, visual

with 87% still employed
12 months later compared
to 6% of control
participants employed at 3
months post-graduation
and 12% at 12 months.
All employed SEARCH
graduates were earning
above U.S. federal
minimum wage.

87.5% of participants
achieved CIE compared to
only 6.25% of the control
group who received
typical high school
transition services.
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o e Study Participants Independent Intervention
Citation e Category &n Variable ) DV & Outcomes Country
cues, behavior
supports, self-
regulation strategies,
and staff training, etc.
Wehman et al., RCT 1 n=156 Project IV Codes: 1-5 73.4% of the intervention =~ USA
2019 Individuals SEARCH Integrated work group was competitively
with ASD age  with ASD internship program employed at a one year
18-21 Supports using an SE follow-up compared to

approach; job profile,
job development, on-
the-job training and
follow-along
activities.
Individualized
supports tailored to
individuals with
ASD; social
communication
training, systematic
instruction, visual
cues, behavior
supports, self-
regulation strategies,
and staff training, etc.

17% of control
participants who received
typical high school
transition services.
Employed SEARCH
graduates earned at or
above U.S. federal
minimum wage and
worked an average of 20
hours per week.






Supplementary Table 2

Included Studies with Level Il Evidence

Evidence-Based Employment Practices for Persons with IDD

Citation Study Design  Category Partglgants In{l,zl;?:l;llint é::ﬁ;‘;iﬁ:‘t)(z) DV & Outcomes Country
Follow up 2 N=? youth Work IV Codes: 1-3 60 % full time open Australia
Black (1984)  sydy aged 15-19 preparation Data based competitive employment,
years, Mild ID  program in assessment and 4% apprenticeship
industrial systematic vocational training,
setting to instruction and life 15% sheltered
employment skills training, employment
simulated work 21% unemployed at a time
setting, of high youth
individualized job unemeployment
search and placement
Christensen Quasi- 2 n =10 Project IV Codes: 1-5 63% of participants in USA
& Experimental Adults (ages SEARCH - Integrated internship Project SEARCH
Richardson, 25-51) with sheltered program utilizing transitioned to competitive
2017 ID targeted workshop to supported employment from the
for community community employment (e.g., sheltered workshop.
employment employment on-the-job training, Participants who had been
after being in ~ model job matching for in the sheltered workshop
a segregated internships, job for more than 5 years did
workshop placement assistance, not successfully transition
between 2 and and follow-along) to community
10 years employment.
Christensen,  Quasi- 2 n =124 Young Project IV Codes: 1-5 83% of participants of USA
Hetherington, Experimental adults with SEARCH Integrated internship individuals who completed
Daston, & IDD who program utilizing SEARCH exited into
Riehle, participated in supported competitive employment.
2015 New York employment (e.g.,
Project on-the-job training,
SEARCH job matching for
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Hauritz,
Riches,
Parmenter &
James,
(1980)

Kaehne,
2016

Langi,
Oberoi,
Balcazar, &
Awsumb,
2017

Pre-post
experimental
designs )

Quasi
Experimental

Quasi-
Experimental
(non-
randomized
control group)

programs
between 2009-
2014

Youth aged
15-19 years,
Mild ID

n =315
Youth/young
adults with ID

n =4,422
Youth with
cognitive and
physical
disabilities
ages 14-21 at
application for
VR services;
24.5% of the
intervention
and 20.4% of
the control
sample had ID

Work
preparation
program in
industrial
setting to
employment )

Project
SEARCH (17
sites)

START
Program

internships, job
placement assistance,
and follow-along)

IV Code 3

systematic instruction
-vocational and life
skills (social skills,
hygiene and
grooming, assertion,
conceptual tempo..)
IV Codes: 1-5
Integrated internship
program using SE
(e.g.

career exploration,
applied classroom
instruction, on-the-
job training, job
match for internships,
etc).

IV Code: 1
Concentrated VR
services during
transition. A VR
counselor with
START helped
develop IEP and IPE
for transition youth.

Improved performance job  Australia
skills and social skills

Linked to other outcome

studies e.g. Black, 1984

United
Kingdom

51.5% of SEARCH
graduates transitioned to
competitive employment.
Full-time vs Part-time
outcomes varied across
sites.

START was more USA
effective in transitioning
youth to employment than
regular VR transition
services. The rehabilitation
rate was 61% for START
recipients compared to
53% for non-START
recipients who received
services through normal
curriculum or by education
trainings coordinated by a
VR agency.
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Ward,
Parmenter,
Debenham &
Miller,
(1977)

Wehman,
Lau, et al.,
2012b

Comparative
study

Quasi-
Experimental

2

n=131 youth
15-18 yrs
Mild ID

n= 96 youth
no ID, no WP

n =33
Adults with
ASD

n=46 Work
preparation
(WP) model
n=91 no WP,
n= 96 youth
no ID, no WP

Individual-
ized
combination
of SE
activities

IV Codes: 1-3

WP model Data
based assessment,
systematic vocational
instruction and life

skills training,
simulated work

setting,
individualized job
search and placement
IV Codes: 1-5
Supported
employment
activities; situational
assessments, job
discovery, job
development, job
customization, on-site
training, positive
behavior supports,
and job retention
services.

60.9% WP participants
full time employment 12-
18 months after leaving
school compared to 28%
graduates of special
schools and 24% special
classes with ID but no
WP, and 19.8% regular
high school graduates no
ID

27 of 33 participants
(82%) gained CIE.
Participants were
employed on average for
22.5 hours per week with a
range of 8§ to 40 hours
across participants.

All participants earned
above U.S. federal
minimum wage and
acquired commensurate
benefits to coworkers
performing similar work.

Australia

USA






Supplementary Table 3

Included Studies with Level 11l Evidence

Evidence-Based Employment Practices for Persons with IDD

Participants

Independent

Intervention

Citation Study Design  Category &n Variable e () DV & Outcomes Country
Alverson & Secondary 3 n =47312 State VR IV Codes: 1-6 Total number of VR USA
Yamamoto, Data Analysis Youth and services Services vary per services was a significant
2018 adult VR client; assessment predictor of VR closure

RSA-911 clients with activities, (1), job with an employment
ASD as placement and job outcome across all 10 years.
primary search assistance (2), “VR clients with ASD
diagnosis on-the-job training increased their odds of
(3), maintenance becoming employed nearly
services (4), five-fold with each
collaboration with additional service.”
interdisciplinary
teams (6)
Alverson & Secondary 3 n =49,623 State VR IV Codes: 1-6 Average of 37% of VR USA
Yamamoto, Data Analysis Youth and services Services vary per recipients with ASD
2017 adult VR client; assessment, secured CIE (successful
RSA-911 clients with career counseling, job case closure) over 10 years;
ASD as readiness training, range of 33% to 42% across
primary travel assistance (1), years.
diagnosis job placement and More services associated
job search assistance with better outcomes; VR
(2), on-the-job clients achieving
training 3, . competitive employment
maintenance services utilized twice as many
(4), collaboration services as those who did
with medical teams, not obtain employment.
diagnostic services
(6)
Boeltzig, Secondary 3 n =195 CRPs  Type of work IV Code: 3 Majority (81%) of USA
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Citation

Study Design  Category

Participants
&n

Independent
Variable

Intervention
Component(s)

DV & Outcomes Country

Timmons, &
Butterworth,
2008

Bolton, Bellini
& Brookings,
2000

Data Analysis

National
Survey of
CRPs

Secondary 3
Data Analysis

Arkansas Case
Files

reported on a
869 adults
with DD

n =4,063
Adults with
any disability
including MR
(10.5%) with
closed VR
cases

support
service;
individual SE
or group
supports/
enclave work

VR services

Work experience
included facility
based work,
individual
employment, or
competitive
employment

IV Codes: 1 & 2
Vocational training or
preparation (1) & Job
placement services

2)

individuals with DD using a
CRP obtained individually
supported jobs (rather than
group support
jobs/enclaves).

Individual and Group
support worked part-time
(mean of 23 hours per week
for both groups)

Weekly earnings higher for
those in individual ($163)
than group ($103)
Participants with individual
supports earned more than
those in the group support
within the same job sector
(e.g., individual support
person earned more in sales
than group support person
in sales.

Job placement was USA

identified as the most
important single variable
contributing to the
prediction of competitive
employment in the overall
sample.

Time in rehabilitation
negatively predicted
employment for individuals
with MR.
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Participants

Independent

Intervention

Citation Study Design  Category &n Variable e () DV & Outcomes Country
Brooke et al.,  Secondary 3 n =139 Extended IV Code: 4 104 participants became USA
2018 Data Analysis records of services During long term employed.

adults with extended support 74.3% job retention at 18
Employment ASD referred services (LTESS), months.
Support for CIE individual supports Most participants with
Organization services provided such as job moderate to high levels of
Records customization, lateral support needs were able to
and advapcgment move to minimal levels of
moves within a e
. support needs within 18
business months of employment.
Burgess & Secondary 3 n =34,501 VR services IV Codes: 1-6 Overall, the number of USA
Cimera, Data Analysis Youth and VR services vary per individuals with ASD
2014 young adults client. seeking VR services
RSA-911 (under age 22) increased over time but
with ASD and employment outcomes did
a VR case not improve over time in
closure the U.S. as a whole.
An average of 36% of
transition-aged adults with
ASD were successfully
employed through VR
services.
Transition-age students
with ASD were more likely
to be employed via VR
services than the overall
population of individuals
using VR services.
Carter, Austin, Secondary 3 n =450 Type of work IV Code: 3 Paid community USA
& Trainor, Data Analysis Youth and experience Work experience employment and paid
2012 young adults during hlgh (lelded into 4 school sponsored work
NLTS?2 with severe school categories; were associated with
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Voo . Participants  Independent Intervention
Citation Study Design  Category &n Variable e () DV & Outcomes Country
disabilities no work experience, competitive employment
including unpaid school post-school while unpaid
autism (36%) work/work study, school work and no work
and ID (26%) paid school experience were not

sponsored work, and associated with CIE

paid community outcomes.

employment)

Chen, Sung, & Secondary 3 n =5,681 VR services IV Codes: 1-6 Majority of VR recipients ~ USA
Pi, Data Analysis Adult Services vary per with ASD who obtained a
2015 recipients for client; assessments, job were actually
RSA-911 VR services transportation underemployed.
with ASD assistance, job. Counseling/job guidance,

readiness training, job placement assistance,

career counseling, and on-the-job support had

(1), job placement central roles in predicting

assistance, job search successful employment

assistance (2), on-the- across all age groups.

job training and Postsecondary education,

support ), . occupational/vocational

maintenance Services training, and on-the-job

(4.) ’ collal?oratlon training positively predicted

with medical teams, likelihood of obtaining a

d1agno§t1c and . job for transition-age young

evaluations services adults.

(6) Information and referral
services were found to be
negatively associated with
transition-age students
chances of being employed.

Chiang, Secondary 3 n =830 Youth  Supports IV Codes: 1 & 5 Receiving career USA
Cheung, K., Data Analysis and young received Services vary per counselling during high
Li, & Tsali, adults with during high client; career school associated with

10
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Citation Study Design  Category Partglzants Ing?;?;ﬂint CI::::;:;‘:;::S(I;) DV & Outcomes Country
2013 NLTS2 ASD school counseling (1) and higher likelihood of being
related to secondary schools employed post-school
employment  networking with
transition institutions of higher
education (5)
Cimera, Secondary 3 n =21,257 SE througha IV Codes: 1,2,3,& 4 SE provided higher wages USA
2017 Data Analysis Adults with VR agency Steps of SE; Job at all comparison points
significant profile (1), job than sheltered workshops
RSA-911 cognitive development (2), job
disabilities training (3) and
(55.6%) follow-along support
including 4
ASD, ID and
other
diagnoses)
who selected
SE as their
vocational
goal on their
IPE
Cimera, Secondary 3 n =30,017 Age at which IV Code: 1 Earlier transition services USA
Burgess, Data Analysis Youth and IEP transition Transition IEP linked to better employment
Bedesem, young adults services are services provided in outcomes; 58.8% with
2014 RSA-911 with ID from  provided some states at age 14 earlier transition services
two U.S. vs other states age 16 become employed
states compared to 45.6% of those
from later transition states.
Ditchman, Secondary 3 n =2,219 VR services IV Codes: 1-6 Six core services were USA
Miller, & Data Analysis Young adults Services vary per identified as predictors;
Easton, (ages 16-24) client; assessment, assessments, counseling,
2018 RSA-911 with ASD counseling and _]Ob p]acement, On-the.job

11
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Voo . Participants  Independent Intervention
Citation Study Design  Category &n Variable e () DV & Outcomes Country
using VR guidance, vocational training, job search support,
services training, transportation services.

transportation Greater number of these 6
services (1), job that were used the better
placement assistance odds of a positive
(2), on-the-job employment outcome.
supports,
rehabilitation
technology, personal
attendant, technical
assistance (3),
information and
referral services (5),
diagnostic services
(6)

Joshi, Bouck,  Secondary 3 n =62,513 Transition IV Codes: 1,2, &3 Employment related USA

& Maeda, Data Analysis Youth and services Transition services “transition activities”” while

2012 young adults related to related to in school was related to

NLTS2 with ID employment  employment defined post-school employment

as any “activities that
would help the
student engage in
employment post-
school” such as

status.

“Participation in one
additional transition activity
represented within the
employment activities

vocational summation variable
assessment, career resulted in students being
counseling, 1.2 times more likely to be
prevocational currently employed post
training, mstruction school.”

in looking for jobs,

job shadowing (1),

job placement

support (2) and

12
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Participants  Independent

Intervention

Citation Study Design  Category &n Variable e () DV & Outcomes Country
internship/
apprenticeship (3)
Kaya, Secondary 3 n =8,320 VR services IV Codes: 1-6 Of the VR services used, USA
2018 Data Analysis Young adults Services vary per the following were
(ages 19-25) client; assessment, significantly associated
RSA-911 with ID vocational with competitive
counseling, employment outcomes;
postsecondary job placement, on-the-job
training, literacy support, on-the-job training,
training, maintenance, other
transportation, job services, technical
readiness training (1), assistance, and diagnostic
job placement and treatment services.
assistance, job search
(2), on-the-job
support, rehabilitation
technology (3),
maintenance services
(4), and diagnostic
services (6)
Kaya, Secondary 3 n =3,243 VR services IV Codes: 1-6 The following VR services =~ USA
Hanley[ Data Young adults Services vary per were associated with
Maxwell, Analysis (ages 19-25) client; assessment, competitive employment
Chan & with ASD vocational outcomes; job placement,
Tansey, RSA-911 counseling, on- the- job support, on-
2018 postsecondary theT job training, .
training, literacy maintenance, 1.nforma.t10n
.2 referral, and diagnostic and
tramning, treatment services

transportation, job
readiness training
(1), job placement

13
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Citation Study Design  Category Partglzants Ing?;?;ﬂint CI::::;:;‘:;::S(I;) DV & Outcomes Country
assistance, job
search (2), on-the-
job support,
rehabilitation
technology (3),
maintenance
services (4), and
diagnostic services
(6)
Lawer, Secondary 3 n =382,221 VR services IV Codes: 1-6 For individuals with ASD USA
Brusilovskiy, = Data Analysis Adults with Services vary per and MR, on-the-job
Salzer, & disabilities client; assessment, supports was highly
Mandell, RSA-911 including MR vocational associated with competitive
2009 (n =30,278 of counseling, emp]oyment.
sample) and postsecondary “On-the-job supports”
ASD ((n training, literacy included job coaching,
=1,707 of training, follow-along, and job
sample) transportation, job retention services.
receiving VR readiness training (1),
services job placement
assistance, job search
(2), on-the-job
support, rehabilitation
technology (3),
maintenance services
(4), and diagnostic
services (6)
Mamun, Secondary 3 n =1,053 Early IV Code: 3 Participation in early work USA
Carter, Fraker, Data Analysis Youth (ages employment  Employment increased the probability of
& Timmins, YTD 18-20) with experience (e.g., after being employed 2 years
2018 disabilities school job, summer

later by 17 percentage
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Citation Study Design  Category Partglzants Ing?;?;ﬂint CI::::;:;‘:;::S(I;) DV & Outcomes Country
including DD internship, etc.) points.
(42.6%)
Migliore, Secondary 3 n=2913 VR services IV Codes: 1,2,3,&4 Receiving job placements USA
Timmons, Data Analysis Youth and Services vary per services was the strongest
Butterworth, young adults client; assessment predictor of CIE (odds ratio
& Lugas, 2012 RSA-911 (ages 16-26) (1), job search and of 4x) although only 48%
with ASD placement support of participants received this
(2), on-the-job service
support and training
(3), and maintenance
“
Moore, Secondary 3 n =28,565 VR services IV Codes: 1-6 Individuals receiving job USA
Harley, & Data Analysis Adults with Services vary per placement services,
Gamble, 2004 MR client business/vocational
RSA-911 training, and counseling
were twice as likely to
achieve CIE outcomes.
Morgan Secondary 3 n =57,979 SE services IV Codes: 1,2,3,&4 After controlling for other =~ USA
Mclnnes, Data Analysis Adults with Assessing skills and factors, individuals who
Demet Ozturk, MR in South developing a plan for received job coaching were
McDermott, & South Carolina achieving over three times more likely
Mann, 2010 Carolina Case competitive to be employed.
Files employment (1),
identifying a job
suitable for the
individual, placement
(2), job-site training
(3), and follow-up (4)
Nord, 2016 Secondary 3 n =39,277 VR Services IV Codes: 1-6 Service types associated USA
Data Analysis Adults with Services vary per with better employment

15
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Participants

Independent

Intervention

Citation Study Design  Category &n Variable e () DV & Outcomes Country
IDD receiving client outcomes; individuals
RSA-911 VR services receiving job placement,
and on-the-job support
experienced outcomes
Effect sizes grew in
magnitude for those
receiving two or three job-
related services.
Nye- Secondary 3 n =15,679 VR services IV Codes: 1-6 Individuals who received =~ USA
Lengerman, Data Analysis Adults with Services vary per administrative supports
2017 ASD receiving client included; were less likely to be
RSA-911 VR services assessment, employed at closure than
counseling, those who received
transportation community-based supports
services (1), job
search, job placement
(2), on-the-job
support, technology
support (3)
Papay & Secondary 3 n =490 Seamless IV Codes: 1 & 5 Work experience, life skills USA
Bambara, Data Analysis Youth and transition Work experiences, instruction, and interagency
2014 young adults practices life skills instruction collaboration were
NLTS-2 with ID (1), and significant predictors of
interagency employment outcomes
collaboration (5)
Schall et al., Secondary 3 n =45 SE with or IV Codes: 1-6 Project SEARCH plus ASD USA
2015 Data Analysis Adults with without Steps of SE; Job supports group required
ASD Project profile (1), job fewer intervention hours,
Employment SEARCH development (2), job earned more and had higher
Support plus ASD training (3) and job retention rates than
Organization Supports follow-along support those with ASD receiving

16
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Citation Study Design  Category Partglzants In{llzgf:l;llznt CI:::;:;‘;:::S(I;) DV & Outcomes Country
Records (4) and individualized SE without ASD specific
supports for ASD supports
Tuckerman, secondary data 3 8,516 service  DES-ESS IV Code 4 Australia
Cain, Long &  analyses 1998- users with ID  Moderate ID  Long-term support Number of people with ID
Klarkowski, 99, 2009-10 in May 2012 funding post 26 weeks in job in open employment
(2012) loading to placement programs stable 2008-2012
fund long Drop in proportion of
term support participants receiving and
assessed eligible for long
term support (27.2% in
2008, 16.3% in 2012)
Low 26 week outcome rates
(27.8% all disabilities,
30.0% people with ID)
Tuckerman 3 n=446 youth ~ DES-ESS IV Codes 1-5 Average job retention rate  Australia
Smith & secondary data and adults Jobsupport functional/situational 82%;
Borland analyses 10 moderate ID assessment, agreed 81% placements in
(1999) years data, (IQ=60 or support plan, job workplces over 20
mixed less) matching, job employees; 50% jobs
methods analysis /redesign, ceated by JobSupport
task analyses, 1:1 good/ high client and
onsite training employer satisfaction
ongoing follow-up levels; Comparatvely less
support for the client costly and better open
and employer employment outcomes than
state funded Post school
options program
Wehman, Secondary 3 n =23,298 VR Services 1V Codes: 1-6 SE significantly increased USA
Chan, Data Analysis Youth with Services vary per rates of CIE for all
Ditchman, & IDD (ages 16- client subgroups, including SSI
Kang, 2014a RSA-911 25) aged beneficiaries
White & Secondary 3 n =104 Youth  High school IV Codes: 1 & 3 Time spent in CBT USA

17
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Citation Study Design  Category Partglzants Ing?;?;ﬂint CI::::;:;‘:;::S(I;) DV & Outcomes Country
Weiner, Data Analysis and young community-  CBT (1) with on-the- positively correlated with
2004 adults (ages based job training (3) and employment outcomes after
California 18-22) with training integration with non- transitioning out of HS.
School ID (CBT) disabled peers. More integrated CBT
Records settings correlated

positively with better
employment outcomes after
transitioning out of HS.
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Supplementary Table 4

Included Studies with Level IV Evidence

Evidence-Based Employment Practices for Persons with IDD

Study

Participants

Independent

Intervention

Citation Desizn Category &n Variable e () DV & Outcomes Country
Allen, Burke, Slngle 4 n=3 Video IV Code: 3 Audio cueing he]ped USA
Howard, Subject Adolescents modeling and  Naturalistic and individuals exceed job
Wallace, & Design (ages 16-18) audio cueing scripted videos of job performance criteria.

Bowen, 2012 with ASD and tasks Video modeling did not
ID increase job task
Audio cuing involved performance.
ear phones and a
transreciever with
instructions from an
attendant
Bennett, Slngle 4 n =3 Covert audio M Lead to increased accuracy USA
Ramasamy, &  Subject Youth and coaching Two way radio with on target job tasks.
Honsberger, Design young adults earbud used to
2013a (ages 13-22) provide performance
with ASD feedback during a
copier task
Bennett, Single 4 n=3 Covert audio IV Code: 3 Lead to 100% accuracy of ~USA
Ramasamy, & Subject Youth and coaching Two way radio with the vocational task of
Honsberger, Design young adults earbud used to folding t-shirts compared
2013b (ages 15 and provide performance to baseline and maintained
18) with ASD feedback during a at probe points for all three
copier task participants.
Burke, Allen, Slngle 4 n =4 Video IV Code: 3 All four partjcjpants USA
Howard, Subject Adults (ages modeling with 13 minute video showed increased
Downey, Matz, Design 19 -28 with prompting showing in individual consistency performing
& Bowen, 2013 ASD or using the completed a complex the 104 —step shipping
Asperger’s software 104-step shipping
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Study

Participants

Independent

Intervention

Citation Desizn Category &n Variable e () DV & Outcomes Country
system “Video task task after intervention
Tote” on a compared to baseline.
tablet
Single 4 n =4 Simultaneous IV Code: 3 All four partjcjpants met USA
Collins, Terrell, Subject Youth with ID  prompting Controlling prompts criterion for employment
& Test, 2017 Design procedure during instructional tasks at a green house.
followed by no
prompt probe trials
DlPlpl-HOy, Slngle 4 n =4 Time Increase in time USA
Jitendra, & Subject Youth with Management [V Code: 3 management across all
Kern, 2009 Design MR using an alarm  Preset watch would four participants in a work
watch sound and pre- setting along with
determined intervals generalization to a new
as a prompt to environment.
manage time
Mackey & Slngle 4 n=2 Video IV Code: 3 Significant improvements USA
Nelson, 2015 Subject 19-year old Feedback Participants watched in hygiene, engagement,
Design twins with a video of themselves transition, and responding
ASD and discussed with to others, but Mdecision-
coach for evaluative making
purposes. In this case,
target behaviors were
transition, hygiene,
responding to others,
engagement, and
decision-making
while at vocational
sites (i.e., food bank,
warehouse, computer
shop)
Minarovic & Slngle 4 n=3 IV Code: 3 Self-initiation of task USA
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Yooy Study Participants  Independent Intervention
Citation Desizn Category &n Variable e () DV & Outcomes Country
Bambara, 2007  subject Adults with Participants were completion increased in all
design ID taught to recognize three participants

sight words that were
used on checklists
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Supplementary Table 5

Included Studies with Level V Evidence

Evidence-Based Employment Practices for Persons with IDD

Study

Participants

Independent

Intervention

Citation Desizn Category &n Variable e () DV & Outcomes Country
Baker-Ericzén  Pilot Study 5 n=8 SUCCESS IV Code: 1 Integrated Enhancement in USA
et al., Young adults  Intervention; a curriculum that vocational outcomes;

2018 with ASD supported focuses on social employment rates doubled
(without ID) employment, thinking and post-intervention (22% to
comprehensiv  cognitive 56% of participants
e cognitive compensatory employed).
enhancement  training used within Mean hours worked per
and social community supported week increased (from 6 to
skills employment 20 h a week)
intervention programs Work was for competitive
package wages (US$10-USS$18 an
hour).
Banks, Jahoda, Qualitative 5 n =49 SE services IV Code: 4 13 of 49 had job break United
Dagnan, Kemp, (mixed Youth and for job Follow-along down within 12 months Kingdom
& Williams, methods but young adults retention services for those 4 of the 13 secured a
2010 only with ID already employed. second job within the 12
qualitative already months leaving 9
relevant for employed via unemployed at the one-
this matrix) SE services year point.
exp erienced Of those who experienced
job breakdown job breakdown; most said
they were pleased with the
initial support they
received on the job from
support workers and other
employees.
Becerra, Case Study 5 n=>5 Natural IV Code: 3 Use of graphic supports Spain
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Study

Participants

Independent

Intervention

Citation Desizn Category &n Variable e () DV & Outcomes Country
Montanero, & Adults with supports Natural Supports vs lead to an increase in
Lucero, ASD within an SE supports that do not quality of work compared
2018 context require a job coach; to support in which the
Graphic supports participants received
materials, verbal verbal instructions (VIs)
instruction, without from a work mate and
help from a job mate compared to receiving no
help.
Block, Athens Case Study 5 n =1 Managed Performance IV Code: 5 37% increase in number of USA
& Care based funding Monetary incentives community job placements
Brandenburg, Organization systems for provided for reaching over a 3 year period with
2002 Staff serving SE services certain SE milestones incentive system.
individuals like job placement or
with DD job maintenance
Coleman & Survey / 5 n =172 Adults VR vsall IV Code: 6 Low levels of feeling that ~ USA
Adams, Qualitative with ASD alternatives VR services VR was helpful; 9% felt
2018 (sample of VR services helped them
individual in find a job and 11% felt VR
Arizona services somewhat helped
regardless of them find a job.
recelving
supports)
dos Santos Case Study 5 n =1 Customized IV Codes: 1,2,3,&4 Individual became Brazil
Rodrigues, 18 year old Employment Discovery, personal independent and stable on-
Luecking, Glat, with ID profile (1), job/task the-job.
& Daquer, negotiation (2), on-
2013 the-job training (3),
and follow-along
Farris & Pilot study 5 n =19 KFC Co-worker IV Code: 3 « Co-workers and Australia
Stancliffe, mixed Staff; n =10  training model On-the-job training managers placed
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Study

Participants  Independent

Intervention

Citation Desizn Category &n Variable e () DV & Outcomes Country
(2001) methods co-worker for people signifcantly higher value
design training group, with ID versus on persons with ID in the
M age=17.34 job coach workplace post course.
years; n= 6 *High co-workers
place & train satisfaction of the model
model, M age and higher job satisfaction
= 18.68 years after becoming a co-
worker trainer.
89% of people with
disability employed under
the co-worker training
model.
Ham et al., Casestudy 5 n =2 Provision of IV Code: 3 Supports were USA
2014 Young adults  Positive Individualized successfully faded. Both
with ASD Behavior behavior plan using participants were
Supportina  Applied Behavior independent and stable on
work setting Analysis (behavior the job 24 months after
with in an SE  assessments, self- intervention.
context monitoring plan) to
address on-the-job
challenging behaviors
3)
Lindstrom, Multiple 5 n =4 SE services IV Code: 3 School based work USA
Hirano, Method/Mul Young adults Work experience experiences associated
McCarthy, & tiple Case with IDD with later employment
Alverson, 2014 Study Job development and
work environments
(Qualitative) associated with
employment outcomes
Mautz, Storey, Case Study 5 n=1 Individualized IV Code: 3 Success on the job was USA
& Certo, A 40 yearold 4-phase Job modification, linked to job coach social
2001 man with MR employment Natural supports facilitation training, and
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Study

Participants

Independent

Intervention

Citation Desizn Category &n Variable e () DV & Outcomes Country
and other intervention instruction to co- installation of a
disabilities workers, communication device.
communication
device installation
and training, social
facilitation by job
coach
McCabe & Qualitative 5 n =1 Job matching IV Code: 2 Individual successfully China
Suxing, 2009 Case study A 20-year-old Collaboration employed at a community
woman with between parent and library
ASD local government in
job matching
McLaren et al., Case study 5 n=>5 Multiple- IV Code: 1,2,34 & 6 Each participant secured USA
2017 Youth with Individual SE approach; Rapld emp]oyment in target
ASD and Placement & job search (1), career field, maintained
comorbid Support (IPS) attention to client employment and increased
psychiatric Model preferences (2), job wages and hours over
disorders training (3), follow- intervention.
along (4),
integration of mental
health and
employment services
(6)
Molina & Case study 5 n =18 Youth Customized IV Code: 1,2 Of the 18 participants, 3 USA
Demchak, 2016 and young employment Job skills summer gained paid internships
adults (ages camp (1) with job and one pursued self-
14-22) with customization (2) to employment.
IDD transition-to-work
Owen et al., Qualitative 5 n=17 Common IV Code: 3 Participants earned only Canada
2015 case study Adults with Ground Co- One-the-job training C$754 per year
DD operative (3), & social Social return on
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Study

Participants

Independent

Intervention

Citation Desizn Category &n Variable e () DV & Outcomes Country
enterprise investment of program
development (6) estimated at $889,274

Smith, Qualitative 5 4 service Disability IV Codes 1,2 n=2 (6.9%) offered Australia
McVilly, design- providers, employment Discovery (1) employment, n=5 (17%)
Rhodes, & thematic n=12 workforce Customised active discussion with
Pavlidis (2018) analyses disability training employment & job employers , n= 18 (62%)
support staff ~ project using  development in job development phase
supporting n= The Work strategies (2) (Total n=25/29 = 86%)
29 people with  First™ positive outcomes
ID/DD curriculum
Vila, Pallisera,  Qualitative 5 n =60 Support Vocational IV Codes: 3,4 & 5 Information to families Spain
& Fullana, professionals ~ Support Workplace supports their participation
2007 in various Services monitoripg (3 & 4), Social participation and
roles communication technical skills valued by
between.superwgor employers
and service prov@er, Coordination between “job
family support, prior trainer” and “natural
and current training supervisor” critical to
®) work success
Wehman, Single 5 n=2 Project IV Codes: 1-5 Both participants USA
Schall, subject Young adults SEARCH Integrated 9-month successfully transitioned
McDonough, et with ASD internship work internship into CIE from internships
al., 2012a (ages 19 & 20) with ASD program with Following intervention,
supports individualized increased job performance
supports. and target behavior
Additional
components included
behavioral
consultation,

consistent internship
structure, social
skills, visual
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Citation

Study
Design

Category

Participants
&n

Independent
Variable

Intervention

) DV & Outcomes Country

supports, self-
monitoring, role
playing, intensive
instruction and
monitoring
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List of Key Terms
Term Abbreviation
Applied Behavior Analysis ABA
Australian Institute for Health AIHW
Welfare
Australian Network on AND
Disability
Autism Spectrum Disorder ASD
Achieving Success by ASPIRE

Prompting Readiness for

Education and Employment

Database of Abstracts and DARE
Reviews of Effects

Department of Social Services  DSS

Disability Employment DEA
Australia

Disability Employment DES
Services

Disability Service Program DSP
Developmental Disability DD
Employment and Workplace DEEWR
Relations

Customized Employment CE
Competitive Integrated CIE
Employment

Community Rehabilitation CRP
Providers

Individualized Education IEP
Program

Individualized Plan for IPE
Employment

Intellectual Disability ID
Intellectual/Developmental IDD
Disabilities

Independent IV#

Variable/Intervention Codes

National Centre for Vocational =~ NCVER
Education Research

National Disability Insurance NDIS
Scheme

National Longitudinal NLTS2
Transition Study-2

National Technical Assistance NTACT
Center on Transition

Transition to Work TTW
Promoting Readiness of Minors PROMISE
in Supplemental Security

Income Initiative
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Randomized Control Trial RCT
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Summary

A new disability employment services model...

m The government is considering the development of a new specialist disability
services model to replace the current DES Program from 1 July 2025.

m This review represents a substantive opportunity to reform key elements of
disability employment, and to set the framework for policies which will encourage
the adoption of employment practices that are demonstrated to work.

..With a lot at stake

m Open employment saves money. Quite aside from the enormous benefits to the
individuals involved, an open employment pathway leads to significant cost savings
across the whole social services portfolio.

1 The savings at stake from open employment

Persons with moderate intellectual disability (MID) can pursue different post-school
pathways, each involving different costs to government budgets. Open employment is
a pathway that proves to be much less costly.

Previous research indicates that persons with MID in open employment require a
much less expensive NDIS package. This saving amounts to around $17 000 per
client per year.

If the employment outcomes achieved by Jobsupport were extended to all providers
across Australia, total savings would be on the order of $60 million per year (for MID
alone). Over 40 years, in today’s dollars, this adds up to a saving $1 billion (for MID
alone).

Open employment is the least expensive option for Governments. The net cost (after
accounting for the disability support pension offset) of supporting a person with MID
in open employment is around $13 per week.

Open employment generates savings across the whole Social Services portfolio.
The support for open employment must be viewed from a whole of government
perspective, not just from the perspective of individual programs.
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In an era of tight budgets and rapidly growing service costs, savings of this
magnitude are essential to ensure that the government can continue to provide
services for persons with disability.

Encouraging practices that work: the missing keystone

m There is a puzzle at the centre of DES: why do some providers achieve extraordinary
outcomes while average outcomes have plateaued or are declining?
m What are the high performing providers doing that others are not?

- Why haven’t the best practices that lead to higher outcomes been disseminated
more widely?

- If the best practices were, there would potentially be an immediate increase in
the total number of people in open employment.
m Addressing these questions has the potential to transform DES.

- Looking at two specific examples, if the average outcome rate for all providers
could be increased to that of the top providers, then the number of people
employed for 52 weeks could:

increase by 126 per cent for intellectual disability (based on the top 3
providers); and

increase by 113 per cent for autism (based on the top 2 providers).

Understanding, disseminating, and providing incentives to adopt employment
practices that actually work is the missing keystone in the ongoing
development and improvement of DES. Without this missing element, other
aspects of reform will not be able to lead to better outcomes.

Practically implementing the quality framework

m The practical implementation of the new DES quality framework will be made
possible through the widespread understanding and implementation of practices
that work.

m Placing the client at the centre of the program requires clear recognition of the
nature of the disability and what this means in practice for employment services.
Placing the client at the centre also means providing the client with the
information they need to make choices best for them — including data on
outcomes and on employment service practices that are demonstrated to work.

m Continuous improvement can only take place within a program that identifies and
encourages best practice and does not incorporate funding or other policy
measures that work against this.
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Other elements of reform

m In addition to the need to identify and implement practices that work, three
additional aspects of DES need to be addressed to ensure a well operating system.

m First, it is important to review the true cost of providing disability services,
particularly given that real funding has declined dramatically over the past decade.

m Second, it will be important to establish a consistent, credible, and transparent
ratings systems that provides useful information to clients, providers, and
government.

m Third, the practice of ongoing support audits and assessments in their current form
are not sustainable and are not consistent with an outcome-based approach.

www. TheCIE.com.au
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RECOMMENDATIONS

1 Place the principle of the investigation and dissemination of practices that
work at the centre of design of the DES program. 20

2 Recognise that the DES Quality Framework — including the important idea
of putting the client at the centre of the service — without a focus on
practices that work, will of itself have limited ability to improve outcomes.20

3 Immediately commence case studies of high performing services to derive
lessons to include in the design of the new disability employment services
model. 20

4 Ensure that the funding and policy environment supports practices that
work. Funding and policy could be checked against the best performing
services to ensure that well intentioned changes don’t unintentionally
adversely impact on practices that are working well. 20

5 Continue to publish outcomes by provider, type of disability and location
(including 52-week sustainability outcomes). These are foundational for any
measures to improve outcomes. 22

6 Design and implement a new relative performance rating measure and seek
to maximise transparency. Providers, clients, and employers should be able
to trace the path from the published outcome data to the ratings measure
that replaces the former Star Rating system. Providers should have the
opportunity to rectify errors and omissions from the numerator and
denominator of the outcome measures. 23

7 Undertake analysis to understand the true costs of providing employment
services, particularly to persons with moderate intellectual disability. At the
same time, this cost evaluation should be undertaken in the context of
overall portfolio savings that accrue as a result of open employment. 24

8 Do not continue with ongoing support audits or assessments in their current
form. Recognise that in the case of MID, it is already established that
ongoing support will always be necessary. 26
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1 Disability employment at the crossroads

Introduction

Disability employment services in Australia are at a crossroads, with the Government
committing to develop a new disability employment services model to replace the current
DES program from 1 July 2025.

This commitment provides a substantive opportunity to build on everything that has been
learned in previous decades about the features of a program that can deliver substantive
and sustainable outcomes to clients (the persons with a disability and their supporters
who are seeking open employment).

Importantly, there is an opportunity to transform the DES program beyond relatively
simple changes in compliance requirements for providers — noting that providers are
already subject to a considerable number of compliance checks!l. Rather, there is an
opportunity to transform the program through a higher-level focus on encouraging
employment practices that are likely to lead to improved outcomes.

This report sets out several issues that are crucial to the establishment of a successful
ongoing model for disability employment services.

Practices that work: a missing keystone

The first of these issues relates to understanding and disseminating employment practices
that have been demonstrated to work. This emerges both from an understanding of the
generally poor DES outcomes (set out in detail in chapter 2) and that also emerges
directly from two features of the DES quality framework.

Practically implementing the DES Quality Framework

The new DES Quality Framework sets out two important principles — continuous
improvement in employment provision, and putting the client at the centre of the
services. Together, these two principles imply a focus on what could be thought of as a
missing DES pillar: understanding and disseminating practices that work.

1 For Jobsupport, for example, these include: Service Delivery Engagement Visits (DES, 2 per
year), Payment Integrity Monitoring (DES, 4 per year) National Standards for Disability
Services (DES), AS/NZS 1IS09001:2016 - Quality Management Systems (DES and NDIS),
RFFR Self -Assessment (DES), NDIS Practice Standards (NDIS), Financial audit for annual
accounts (DES). In addition, Jobsupport complies with AS/NZS ISO45001: 2018 -
Occupational Health and Safety Management Systems.

www. TheCIE.com.au
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Continuous improvement

One of the key ideas in the Quality Framework is continuous improvement: both the idea
that the Framework itself can drive continuous improvement, as well as establishing a
continuous improvement culture among providers.

Continuous improvement can only be achieved with solid understanding and
dissemination of practices that actually work. Within DES there have been many
proposals for approaches to open employment that are not based on actual empirical
evidence.

Putting the client at the centre

Part of putting the client at the centre is understanding the true nature of the disability the
client experiences. This directly translates to understanding employment practices that
work.

In the case of moderate intellectual disability, for example, the nature of the disability
means that generalized training is not an effective approach to open employment. Putting
the client at the centre requires the recognition of which practices actually work in this
case. Clients and their advocates need to know what works by type of disability and
location.

Another example of putting the client at the centre is recognising that the biggest barrier
to people with moderating intellectual disability achieving open employment is self-
fulfilling low expectations. For example, 60 per cent of Jobsupport’s 2020, 2021 and 2022
school leaver intake can’t use public transport when they finish school. As a result, many
school leavers and their families (especially those who haven’t had the confidence to
attempt public transport) simply do not consider open employment as a post school
option unless these expectations are proactively dealt with.

Without clear information about the practices that work, along with information about
the outcome rates of providers that adopt these practices, it will be difficult to break the
low expectations barriers to open employment, particularly for persons with moderate
intellectual disability. And without this, genuine choice and opportunity for clients will
not be achieved.

www. TheCIE.com.au
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1.1 Practically implementing the quality framework

Putting the
client at the
centre

Both an
understanding of the
employment practices
that work and service

outcome data by type
of disability are
needed to underpin
choice, opportunity
and a voice for clients

Continuous
improvement
and
innovation

Source: CIE.

Three additional issues...

In addition to the missing keystone of practices that work, this report notes three related
issues that are crucial for the future of DES:

= replacing the Star Ratings system and recovering the credibility of outcome
performance measures;

= recognising the real funding decline for clients (since 2010) and the need for future
work to match funding to actual costs — recognising the funding decisions need to
consider net cost impacts across DSP, NDIS and DES; and

= cease ongoing support audits and assessments in their current form as these audits are
inconsistent with outcome-based funding and are damaging to providers.

Why it matters: open employment saves money

Aside from the enormous benefits to individual clients in achieving open employment,
the support for open employment is an activity that saves the government money compared
with the alternatives.

At a time of tight government budgets, and given the cost pressures faced by the NDIS,
these savings are crucial to underpin the ability of the Australian government to continue
to support persons with a disability. It is crucial that these savings are viewed from a
portfolio wide perspective, not just from individual programs.

The 2021 CIE report for Jobsupport quantified significant savings for persons with MID.
These findings are summarised in detail below. Note that the data used here are pre-
COVID so that the disruptions caused by COVID are not in this data set.

www. TheCIE.com.au
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Within the NDIS, some evidence suggests that there is a substantial difference in package
costs between participants that achieve open employment, and those that do not.

Table 1.2 presents a comparison of two sets of NDIS packages, those with and without
open employment. Comparing these implies an NDIS saving of $16 994 for each
participant that achieves open employment.

1.2 Annual costs for NDIS packages with and without open employment
Pathway outcome Annual cost Notes
$ per participant

NDIS package with no open employment 32 2854 Derived from sample of 46 participants with
Down Syndrome (i.e., MID) ©

NDIS package with open employment 15291b  This cost is constructed as the cost of the NDIS
package plus the cost of Jobsupport services
(net of pension offsets). In 2017 the Jobsupport
cost was $3 630 which when added to the
average Jobsupport participant NDIS package
cost of $11 661 gives the total cost of $15 291.
Note that as of 29 February 2020, Jobsupport
costs were $2 430 per participant. Thus, it is
possible that with more updated data the cost of
the NDIS package with open employment would
be lower.

Implied saving from open employment 16 994 NDIS package with no open employment minus
NDIS package with open employment (based on
February 2017 comparison)

@ The component of the package included here covers ADE, transport and assistance with social and community participation.
b The components of the package included here cover transport and core supports. € Participants from Karingal, LEAD and
Sunnyfield.

Source: Jobsupport and other sources as noted

Savings from Jobsupport outcomes

Jobsupport supported 837 persons in February 2020 (751 in greater Sydney, 15 in
Brisbane and 71 in Melbourne). Using the annual savings in table 1.2, this implies annual
total savings of $14.2 million per year. The savings in greater Sydney alone amount $12.8
million per year.

Potential national savings

If Jobsupport’s outcomes could be reproduced across Australia, then for MID alone there
would be substantial savings in terms of avoided cost from other post school pathways.

Table 1.3 shows the potential total savings by applying the savings per participant from
table 1.2 ($16 994) to the estimated number of participants that could be placed in open
employment if Jobsupport’s placement rate were to be reproduced throughout Australia.

That is, potential placements in Melbourne, Brisbane and all of Australia are calculated
by applying the placements to population ratio for Greater Sydney (a known number) to
the population for Melbourne, Brisbane and Australia. This implicitly assumes that the
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incidence of MID is the same across all locations and that policy settings allow
Jobsupport’s high outcome rates to be achieved.

Total savings Australia-wide amount to $59.4 million per year.

1.3 Potential national annual savings

Region Population Placements (assuming Savings comparing open
Greater Sydney outcomes employment NDIS with non-

assumed in other cities or open employment NDIS
across Australia)

Millions of persons (15-64) Persons $m
Greater Sydney 3.5 751 12.8
Greater Melbourne 3.3 711 12.1
Greater Brisbane 1.6 350 5.9
Australia 16.2 3,493 59.4

Source: Assumes Jobsupport results from Greater Sydney are replicated across Australia.
CIE calculations, Jobsupport, ABS (3235.0)

Table 1.4 shows the value of these savings over a period of 40 years (expressed in present
value terms). These saving amount to around $1 billion.

1.4 Present value of savings over 40 years

Region Savings comparing open
employment NDIS with non-

open employment NDIS

Greater Sydney 219
Greater Melbourne 207
Greater Brisbane 102
Australia 1,019

Note: Uses a 5 per cent discount rate
Source: CIE calculations, Jobsupport, ABS (3235.0)

Open employment will always be lower cost

While the NDIA are proposing changes to NDIS funding that may affect the
comparisons reported above, nevertheless significant savings from open employment are
likely to continue because the cost of maintaining a participant in open employment is so
much lower than NDIS Monday to Friday and 9 to 5 alternatives.

As of 29 February 2020 the average (annual) ongoing support funding for Jobsupport’s
837 employed participants was $9 036 and the average disability support pension offset
was $8 346.

This means that the average net cost of maintaining a participant in open employment is
only $13.27 per week — much lower cost than the NDIS alternatives.
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Further, Jobsupport’s average participant has been in their current job for 7.7 years, and
only 2 participants (over 2019 and 2020) have exited employment to take up other
activities once the NDIS funding was obtained.
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2 Two striking features of the DES program

There are two striking features of DES outcomes over the past decade:
first, outcomes are generally very low and have not improved over time; and
second, within this low average there are some providers that can consistently achieve
very high outcome rates.

Together, these features imply:

first, that something is missing in the design of the DES program that prevents the
understanding and dissemination of best practices across providers; and

second, by understanding why some providers do so much better than the average, the
DES program has the potential to substantively increase overall outcomes.

Low outcomes, no systematic improvement...
In recent years, there have been some commendable developments in the DES program
including:

the introduction of Employment Services System (ESS) data collection

the establishment of an outcome-based performance framework

the introduction of consequences for poor supplier performance (for example, over 50
per cent of the DES ESS contracts were reallocated in 2013 following a tender
process).

The fact remains, however, that outcome rates for both disability in total, and for
intellectual disability in particular remain disappointingly low, and have not improved
over time — even allowing for differences in measurement over time and for COVID
(charts 2.1 and 2.2).
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2.1 DES-ESS outcome rates, all disabilities
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Data source: CIE and Jobsupport estimates based on DES outcome data.

2.2 DES-ESS outcome rates, intellectual disability
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Data source: CIE and Jobsupport estimates based on DES outcome data.

...but some providers have very high outcomes

In contrast to this overall average, however, some providers — particularly Jobsupport in
the intellectual disability category — achieve outcomes considerably higher than the
national average (chart 2.3).
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2.3 2022 outcome rates, Jobsupport versus national average (intellectual disability)
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Chart 2.4 provides another perspective on this looking at June 2023 52-week outcome
rates across all providers for the examples of intellectual disability and autism.

This shows very clearly that while most providers have very low outcome rates, two or
three providers in each case have very high rates. Why the dramatic difference?

If the average outcome rate for all providers could be increased to that of the top
providers, then the number of people employed for 52 weeks would:
= increase by 126 per cent for intellectual disability (based on the top 3 providers); and

= increase by 113 per cent for autism (based on the top 2 providers).
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2.4 52-week outcome rates by provider: intellectual disability and autism examples
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Practices that work: the missing keystone

The experience of Jobsupport and other high performing provider can be used to
understand how to fill out a missing keystone in the DES program: the analysis,
understanding and dissemination of open employment practices that work and that have
actually been demonstrated to achieve high outcomes.

Chart 2.5 illustrates this missing keystone in context. Two elements that are at least
partly in place in the DES program are providing incentives to providers through
consequences for outcomes (the previous Star Rating system, for example) and the
provision of outcome data by type of disability and locality to decision makers to help
choose providers.
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2.5 The missing keystone in context

Ongoing
understanding and Incentives and
dissemination of consequences for
practices that work outcomes
work

Information for decision
makers - outcome data by
type of disability and locality

Data source: CIE

‘While both of these areas could be further developed (as discussed in this report) without
the third element of understanding and disseminating practices that work neither of the
first two elements have proved sufficient to improve performance across DES.

For example:

= Incentives for outcomes will have limited effect unless services are encouraged to
adopt practices that are demonstrated to work. But services will have limited ability to
adopt these practices unless they are well understood and disseminated.

= Comparative rating systems such as the previous Star Ratings system — which
effectively report on relative performance — are important because they allow
government to fairly compare services allowing for differences in underlying disability
and location factors and to fairly implement consequences for poor performance.
However, comparative systems will not be able to improve absolute performance
without the additional element of practices that work.

= People with an intellectual disability and their families have responded well to
outcome by type of disability and locality data that is currently available for every
DES service.

= Employers also responded well to the 52-week job sustainability data (by type of
disability and locality) that was available for every DES service during the previous
contract (and has recently been re-released in aggregate to individual services).

= This outcome data could allow identification of the services achieving the best
outcomes to guide the choice of case studies to assist other providers and policy
makers.

= Providing information to decision makers is crucial, but unless decision makers are
faced with effective options, the overall system is unlikely to be able to increase
outcome rates from the current apparent plateau in outcomes.
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— Offering alternatives across poor performing providers (with an average 30-40 per
cent chance of success or less) will only serve to lower already low expectations
about open employment (particularly in the case of moderate intellectual
disability).
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3 Discovering what works

Open employment for MID: what works?

History of unsuccessful programs

Box 3.1 summarises some of the recent unsuccessful approaches to achieving open
employment for persons with MID. Essentially, these approaches were unsuccessful
because they do not put the client at the centre of the approach by taking seriously the
actual nature of the disability and therefore the practices that work in achieving open
employment for persons with this disability.

3.1 Unsuccessful approaches to open employment for persons with MID

There is a history of well-intentioned but unsuccessful approaches to achieving open
employment for people with an intellectual disability. Most Australian open
employment preparation programs for people with an intellectual disability over the
last four decades have been largely unsuccessful.

‘While ADEs may be a type of employment that participants choose, ADEs are not

of themselves a pathway to open employment. The 2015 National Disability

Employment Framework Discussion Paper reported only that 0.8% (159/20000) of

participants moved from ADEs to open employment.

The National Centre for Vocational Education Research collects data on VET

outcomes for people with an intellectual disability and found that:

— Only 29.5% of the people with intellectual disability who entered VET
programs in 2017 completed them.

— Of these, only 40.6% were reported as employed in 2018.

— This means that overall, only 12 per cent of those enrolled achieved open
employment.

The basis of Jobsupport’s high outcomes

The DEEWR Evaluation of Disability Employment Services 2010-2013 Final Report recognised
that Jobsupport’s higher outcomes are achieved because the organisation has put
considerable effort into identifying what works for people with a moderate intellectual
disability.
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Jobsupport’s CEO reviewed all the available literature from the early US demonstration
projects in 1985 as part of a master’s degree. He is on the editorial board for the Journal
of Vocational Rehabilitation and continues to monitor new literature. The leading
programs were visited in 1985 and every few years thereafter. Further, monitoring and
evaluating the current research literature is an ongoing task for Jobsupport’s Quality
Manager who is a registered occupational therapist with a Master’s degree in Public
Health and a PhD that included investigation of workers with MID in open employment.

More recently, Jobsupport commissioned the Rehabilitation Research and Training
Centre at Virginia Commonwealth University and the Centre for Disability Studies at
Sydney University to conduct a worldwide literature review to identify any articles or
studies over the last 50 years that included data on what works for achieving open
employment outcomes for people with an intellectual disability.

The literature for what works in achieving open employment for the people with an
intellectual disability identifies four key components that all need to be present for
successful job placement and retention. These are (chart 3.2):
An assessment process that identifies participant strengths and possible weaknesses
with a view to matching the person against a job.

Job search and customisation or job specification to create a job that meets a genuine
need for the employer whilst also matching the participant’s strengths and job
preference.

Systematic on the job instruction based on applied behaviour analysis theory. It was
the introduction of systematic instruction including task analysis, prompting and
reinforcement that initially demonstrated the employment potential of people with an
intellectual disability in the 1970’s.

Ongoing support to meet the changing needs of participants and employers.

‘While the literature is clear that these steps are all critical, it does not provide information
about which approach is best within each step. Hands on investigation is needed to
document the approaches used by the services achieving the best outcomes for different
populations.

Importantly, Australia has a unique dataset that enables the best performing DES
services by type of disability to be studied and their practices disseminated.
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3.2 A four component integrated approach

2. Job 3. On the job
specification training

1. Assessment

4. Onging support

Data source: Wehman et al 2020

Systematic research to find what really works

It is striking that there is currently no information available to participants, families,
services, peak bodies and public servants on the practices used by the best performing
services by type of disability.

At the same time, the DES data outcomes by provider by disability and by location is
probably the best such dataset in the world and provides a unique opportunity to provide
a basis for research to understand how to improve outcomes.

Given the diverse range of outcome results across providers, there is an opportunity to
undertake careful analysis of actual ‘on the ground’ practices to discover which
approaches are driving the different outcome levels.

The outcomes by type of disability data could be used to identify the best performing
services in Australia by type of disability. The best performing services could also be
further qualified for client satisfaction, using the annual DES NSDS report summaries of
client feedback.

Those services with both the best outcomes by type of disability and good participant
satisfaction could then be investigated and detailed case study information distributed
describing how the services operate. From this understanding, it would be possible to:

= Disseminate case study information about what practices work (as distinct from
popular approaches) for different types of disability to inform services, participants,
families, employers, and policy makers.

= Ensure that the funding and policy environment supports practices that work.
Funding and policy could be checked against the best performing services to ensure
that well intentioned changes don’t unintentionally break what is working well.

The resumption of the publication of outcomes by type of disability data (along with the
aggregated 52-week sustainability outcomes) is praiseworthy and important. The data
forms a basis for the improvement strategy approach outlined above and is also
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important to provide a basis for informed choice for DES clients and their employers. An
informed market requires both outcome data and information about what works. An
informed market should result in a ‘vote with your feet’ effect that provides an additional
consequence for poor performance.

The Centre for Excellence

The proposed Disability Employment Centre of Excellence contains sound ideas for
building the knowledge base and understanding of disability employment.

As noted, there is a solid case to immediately undertake analysis of practices that work so
that this knowledge can be built into the new disability employment model.

Establishing the Centre should not allow a delay in the conduct of the case studies
proposed above. What is crucial is the lessons learned from the case studies are used as
part of the design of the new disability employment model.

Further, it is important that Centre for Excellence should be able to build the resources to
provide rigorously based advice and practical assistance for DES service providers to
continuously improve their employment outcomes. To this end, it will be important for
the Centre to consult with similar organisations already established overseas (such as the
Rehabilitation Research and Training Centre at Virgina Commonwealth University,
https://vcurrtc.org/).

RECOMMENDATIONS

1 Place the principle of the investigation and dissemination of practices that work at the
centre of design of the DES program.

2 Recognise that the DES Quality Framework — including the important idea of putting
the client at the centre of the service — without a focus on practices that work, will of
itself have limited ability to improve outcomes.

3 Immediately commence case studies of high performing services to derive lessons to
include in the design of the new disability employment services model.

4 Ensure that the funding and policy environment supports practices that work. Funding
and policy could be checked against the best performing services to ensure that well
intentioned changes don’t unintentionally adversely impact on practices that are
working well.
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4  Three additional issues

Re-establishing a credible Star Ratings system or equivalent

The Star Ratings system was an important and genuine attempt to enable fair
comparisons between services allowing for different populations, different localities,
different labour market conditions and so on.

As part of an outcome-based system, measurement and reporting of outcomes is crucial,
as is the implementation of serious consequences for poor performance — not least
because complacency is often the biggest barrier to change and improvement.

However, recent events with Star Ratings indicate there is a problem with the current
system. The recently recalculated June 2022 Star Ratings for Jobsupport in Melbourne
indicate the nature of the problem.
Despite having one of the highest raw outcome rates in the country (outcomes of 66.7
per cent for 13-weeks, 60 per cent for 26-weeks and 85.7 per cent for 52-weeks) the
Melbourne service received 3 stars within the Star Rating system.
While there is no doubt a technical reason, with the (non-transparent) calculations for
this outcome, from a broader perspective (for example from the perspective of
potential clients), the 3 stars conveys a very misleading indication of the potential for
genuine outcomes when using Jobsupport’s services.

In this sense, the ratings system has suffered a loss of both credibility, and usefulness.

‘When considering the development of outcome measures, it is important that the
measure provides clear and actionable information to relevant decision makers. Outcome
information needs to be:
Targeted and relevant to the needs of different groups. For example:
— clients choosing a service need to understand the probability of getting and keeping
a job when using a particular service;
— Employers choosing between service providers need to understand the likelihood
of sustainable employment with different services by type of disability;
— service providers need to clearly understand whether their performance needs to
improve and exactly how to go about improving it; and
— Government funders need to be able to ensure that policy and funding is consistent
with practices that work.
Transparent. Decision makers need to understand how the measures are calculated
and exactly how they relate to published outcome data.
— Decision makers need to understand how absolute outcome measures are

translated into relative measures to understand the reasons behind any changes in
relative rankings.
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— Further, providers need to be able to check the accuracy of the absolute
calculations to ensure that they genuinely reflect the underlying individual level
data and avoid any mistakes before publication of relative rankings.

— While an argument is sometimes made that transparent calculations may lead to
‘gaming’ by providers, the clear risk on the other side is that complex and non-
transparent calculations can lead to a collapse of the entire system.

Trusted. All the decision maker groups noted above need to be able to trust the
performance measure. This is largely related to the ability of decision makers to
understand the measures, how they are calculated, and how they have been checked.

The previous Star Ratings system measured relative performance. This is appropriate in
some cases. However, in many of the cases above, absolute performance measures better
serve the purpose.

For example, a client with a particular disability, living in a particular region, needs to
know the probability of getting a job. This is easily understood using absolute measures:
for example, the 52-week outcome rate. If one provider has an outcome rate of 20 per
cent, and another a rate of 85 per cent, this provides a very clear signal to the client.

It also provides a very clear signal to the providers themselves: what does the first
provider need to do to improve their outcome rate?

For absolute performance measures data on which clients are included on the
numerator and denominator of the KPIs should be available to providers to allow
verification and the opportunity to rectify any errors.

A better performing relative outcome measurement and reporting system replacement for
the previous Star Ratings should:

involve calculations that are as simple and transparent as possible (rather than a black
box)

include a range of ‘sense checks’ including using raw outcomes by type of disability
data for disability and locality comparisons prior to release and particularly when
ratings change significantly.

It is important to emphasise that however the replacement ratings system is developed, it
is crucial to continue defunding poorly performing services. Case based funding was
originally informed by the milestone funding work in Oklahoma. In Oklahoma, failing
providers were offered consultancy assistance from Virginia Commonwealth University
as an additional step prior to defunding.

Further, improving DES performance will require both a continuation of consequences
for poor outcomes (a reason to change) and the investigation, documentation and
dissemination of the approaches used by the best performing services by type of disability
(a means to improve).

RECOMMENDATION

5 Continue to publish outcomes by provider, type of disability and location (including 52-
week sustainability outcomes). These are foundational for any measures to improve
outcomes.
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6 Design and implement a new relative performance rating measure and seek to
maximise transparency. Providers, clients, and employers should be able to trace the
path from the published outcome data to the ratings measure that replaces the
former Star Rating system. Providers should have the opportunity to rectify errors and
omissions from the numerator and denominator of the outcome measures.

Recognise and address declining real funding

Cuts to real funding

‘While not commonly recognised, EA/PPS funding has been cut severely since the Case
Based Funding Trial calculated the actual cost of service delivery. The real funding cuts
as of June 2023 are:

74.09% for people with an intellectual disability who aren’t eligible for the Moderate
Intellectual Disability Loading.

32.49% for people with an intellectual disability who are eligible for the Moderate
Intellectual Disability Loading.

In addition, ongoing support funding has fallen by 43.59 per cent for both groups.

Brief history of funding

In 1999-2002, the Case Based Funding Trial established funding levels for employment
services based on support hours data. The trial was a genuine attempt to establish the real
cost of service provision by type of disability.

Following this, Case Based Funding replaced block grant funding for disability open
employment services from July 2005, and this funding was indexed until February 2010.

Subsequently, the Moderate Intellectual Disability Loading (MIDL) was announced in
the 2010-2011 Budget as a time limited trial. The loading was based on a support hours
sample of 1052 26-week outcome for people with a moderate intellectual disability
(MID). The loading was formally evaluated by DEEWR in 2013 and was continued.

The indexation of case-based funding ceased in March 2010 and did not resume until
July 2019.

Measuring the decline in real funding

The ceasing of indexation for funding has meant that since March 2010, there has been a
substantive decline in real funding. Table 4.1 sets out key data for the relationship
between costs (measured by the CPI and by award payments) and funding, as measured
by current contracts, the effect of risk-based funding, and adjustments to the MIDL.
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4.1 Changes in costs compared with funding: March 2010 to July 2023

March 2010 July 2023 Change
Costs
Consumer price index 95.2 133.7 40.4%
Award payment (LMAI training and $834.81 pw $1,290.70 pw 54.6%
placement grade 2 point 5)
Weighted average change (20% CPI + 51.8%
80% Wages)
Funding
HOS quarterly funding (incl GST) $3,300 $3,570.93 8.21%
Minimum real funding decline 51.8 less 8.21 equals

43.59%

Add risk-based funding decline (for 30.5%
services not eligible for MID loading)
Net of increased MID loading in some 11.1%
cases
EA/PPS real funding decline for 43.59 + 30.5 =
intellectual disability not eligible for 74.09%
MID loading
EA/PPS real funding decline for 43.59 - 11.1 =32.49
intellectual disability eligible for MID
loading

Note: risk-based funding decline is a minimum amount. Refers to decline up to 2018.

Source: Jobsupport, Inclusion Australia analysis, CIE analysis

Putting these together, there has been a reduction in real EA/PPS funding of
= 74.09 per cent for persons with intellectual disability but not eligible for the MIDL
= 32.49 per cent for persons with intellectual disability and eligible for the MIDL..

With this reduction in funding, service providers have had to use a variety of means to
adjust.

There is a strong case now to undertake new analysis to understand true costs (as was
done for the original case-based funding trial) and to apply this to funding levels in the
future.

The same reduction in real funding also applies to ongoing support — in this case by
43.59 per cent (as reflected in the weighted average of CP and wage costs noted above).

RECOMMENDATION

7 Undertake analysis to understand the true costs of providing employment services,
particularly to persons with moderate intellectual disability. At the same time, this cost
evaluation should be undertaken in the context of overall portfolio savings that accrue
as a result of open employment.
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Cease ongoing support audits and assessments in their current
form

Ongoing support funding also needs to be systematically reviewed.

Ongoing Support Assessments set the funding level for each client based on the
number of contacts provided over the previous three months or support hours
provided over the previous six months. With indexation not keeping pace with costs,
a contact or hours approach to establishing funding levels isn't appropriate. Reduced
real funding leads to staff reductions, reduced staffing means that less contacts and
support hours can be provided, and less contacts and hours then results in a further
ongoing support funding reduction.

Ongoing support audits recoup the funding for any client in each sample who received
less support than anticipated but ignores clients who received more support than
anticipated. Funding is recouped even if the same client required more support than
anticipated at a different time during the same year.

Problems with current ongoing support audits have been articulated in many fora to date
and have been raised by families, employers, service providers, consumer peak bodies
and also set out clearly in previous CIE reports.

In essence, ongoing support audits are inconsistent with outcome-based funding and their
application creates serious financial issues for providers. They are not sustainable in their
current form.

There are three key features of ongoing support that need to be recognised when
implementing policy:

first, all persons with MID are likely to require ongoing support;

second, ongoing support requirements are not accurately predictable even for very
long-term clients; and

third, providers need to move funding between clients to suit changing needs and
balance the ‘overs and unders’ that occur.

During the 2013-2018 Contract, a practice of ongoing support audits was introduced.
This practice involved conducting ongoing support audits to recoup funding when a
client had received less contacts than required by their funding level within a 3-month
period between Ongoing Support Assessments.

These ongoing support (OS) audits are one-way corrections that seek to recoup any
overfunding for a particular client at a point in time while not accounting for any
underfunding for any other client, or the same client at a different time. Taken in isolation
OS audit recoups create the impression that services are not adhering to their contractual
obligations when in reality they are responsibly attempting to meet changing client and
employer needs.

The current approach to OS audits appears to be a well-intentioned compliance
framework that will unfortunately prove counterproductive.
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Because OS audits are a one-way correction that only adjust downwards ongoing
support job retention rates will fall because without ‘overs and unders’ there is no way
of supporting underfunded ongoing support clients.

Case based funding was a deliberate move towards outcome-based funding and away
from input-based funding because it focused DES providers on achieving and
maintaining employment. In contrast, process audits inappropriately focus service staff
on a contact schedule rather than on meeting client and employer needs and finding and
keeping jobs.

RECOMMENDATION

8 Do not continue with ongoing support audits or assessments in their current form.
Recognise that in the case of MID, it is already established that ongoing support will
always be necessary.
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need to tender for continued funding (evaluation report attached).

o Leading change theorists such as John Kotter report that 70% of change
efforts are unsuccessful and that the major reason for failure is complacency
where the need for change is not recognised. The leading change
management theorists such as the retired Australian academic Dexter Dunphy
could provide some useful insights.

e Fourth, we recommend that the CoE grasps the opportunity to capitalise on current
Australian best practice. The DES outcomes by type of disability data is probably
worlds best practice and provides a unique opportunity to identify the practices of
the best performing providers by type of disability.

o Currently, much of the literature on employment practices consists of opinion
pieces rather that evidence-based practice. Jobsupport commissioned a
worldwide literature review to identify any articles or studies over the last 50
years that included data on what works for achieving open employment
outcomes for people with an intellectual disability. The review identified the
key components (positive assessment, job customisation, systematic onsite
training and ongoing support) necessary for successful placement and
employment retention but found little data on how to best implement each
component (report attached).

o The attached CIE report suggests that the best performing services by type of
disability be identified, studied and their practices disseminated as detailed
case studies. The findings could also inform the next DES contract and provide
some early runs on the board for the CoE.

¢ Finally, the CoE options paper invited feedback on four models. Jobsupport would
favour a cross between an Evidence-Informed Training Hub and the Research Centre
Model that operated as a stand-alone rather than being subject to host university
regulations. In particular:
o The dissemination of evidence (data) based practice, action research projects,
training and technical assistance should be among the core functions of the
CoE. The RRTC's experience is that without hands on assistance training alone
doesn’t necessarily translate into implementation.
o Services could be less open if the CoE was also a Statutory Agency with
regulatory functions.
o The Clearing House model is totally unsuitable for what we have noted above.
The CoE needs to proactive in engaging in both research and assistance to
providers.
o The final structure of the CoE should be informed by the key points noted
above.
Thank you for the opportunity to contribute. | would be happy to expand on any of the
points raised if it would be helpful.

Kind regards,



Phil Tuckerman AM
CEO

P: 02 9150 8888
M: 0418 220 485
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