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WI Employment First Initiative

Wisconsin Employment First Coalition:
Working to ensure the full array of
employment options and
services for all citizens with
disabilities

Background

Between May and September 2009, WI
APSE held group discussions about employ-
ment opportunities in eight locations around
the state. These included: Milwaukee, Janes-
ville, Oshkosh, Wausau, Ashland, Lacrosse,
Madison, Green Bay and Chippewa Falls.
Through these meetings, WI APSE gathered
information about the positive steps being
taken in WI to increase employment opportu-
nities for citizens with disabilities and also to
discuss the areas that attendees felt needed
attention.

The following themes have emerged during
the eight discussion groups conducted around
the state:
All aroundeducationandtraining
about what is possiblefor families,
schools, businesses, providers, and
the public.
Keep talking the language of
Employment First/

Employment.

Volume 2 Issue 2

Employment for All.

The need for career planning to start
earlier and inform parents op-
tions.

The need for adult support systems
to work more closely with schools.
The need to continue to address
transportation issues, particularly
for people living in rural areas.
Additional nuts and boltsaining T
conducting good vocational assess-
ment, job seeking assistance meth-
ods, job training methods and fad-
ing/developing natural supports in
the workplace.

The need tdund employment sup-
ports in a manner that allow provid-
ers to pay employment specialists
better and also allows flexibility in
support delivery (employment is not
onesize fits all).

The need for employment supports
to become morbusinessfriendly

in use of language and job seeking
and job training methods. Look for
models that are working: Project
Search, First Step, EmployAlliance.

WI APSE and RFW Collaborated to bring you: Elements of Success

ELEMENTS OF SUCCESS CONFEERENCE

WI APSE collaborated with RFW to €o
host a one day conference event at the Osthoff
Hotel and Resort in Elkhart Lake, Wl on Novem-

ery, updates from thanaged Care and Em-
ployment Task Forcerecommendations, a session
aboutBraided Funding for integrated employ-
ment supports and a sessionQorporate Job
Developmentstrategies.

On November 13, 2009, WI APSE fol-

ber 12, 2009. The day featured a keynote presenfowed the conference day with a half day session

tation byMichael Callahan of Marc Gold and
Associates as well astate Panelplenary ses-
sion that represented a wide array of the entities
involved in helping to make integrated employ-
ment opportunities available to more citizens with
disabilities in our state.

In addition to Mic
note and the state panel, several other topics of

on Employment First Initiatives. This half day
event included presentations bave Hammis
and Bob Niemiecon the implementation &m-
ployment First initiatives in other states. Those
presentations were followed by a set of community
conversations on various aspects of integrated
BrapymerCsuppbriadbliceryd s key -

It was great to have so many people join

interest were presented. Those included: anotheys at the Osthoff for a wonderful opportunity to

plenary session about tlARF quality assurance
tool, a breakout session on the proced3istov-

think and learn about work!



Employment First Initiative
focus groups took place in nine
locations around the state.

Pictured Right: WI APSE Board
Members Rick Hall and Beth
Lohmann facilitate a group
discussion in Milwaukee.

Pictures on the bottom right
are from the Employment First
discussions in Oshkosh and
Wausau.

WI APSE NEWS: Board members and attendees of Employment
First Focus groups around the state

Employment First Initiative continued

In addition, information gathered at these meetings covered four broad topics related to employment outcomes. Theas topic ar
were:

How can WI APSE members, in conjunction with additional collaborators, begin to build-avetatEmployment First Coalition?

In what ways can the intake and service delivery system further suppatéetaiiination and outcomes for the integrated eyaplo
ment of citizens with disabilities?

What can be done to more effectively engage employers around the state to understand the abilities and contributiens that cit
with disabilities have to offer?

How can the network of people and agencies involved in employment better promote improved systems for information sharing
toward the goal of equal employment opportunities for citizens with disabilities across the state?

WI APSE views a stateiide Employment First Coalition as a vital component of increasing employment outcomes for citizens with
disabilities around the state. Together, we can achieve more and work to ensure that integrated employment is aawepion for
one.

WI APSE also coordinated a statéde Employment First Initiative meeting on November 13th at the Osthoff Hotel and Resort in
Elkhart Lake. The half day session included presentations by national consultants Dave Hammis and Bob Niemiec. Waddition,
APSE Board Presidents, Officers and Members facilitated a set of community conversations about the five identifiedltopics. W
APSE will be putting together a summary of this information to send out to all of our members.

If you did not have a chance to attend a focus group or thevgitddemeeting this year, but you are interested in findingrare,
please contact Nancy Molfenter, Wl APSE Project Coordinator for more information. nancym_wiapse@earthlink.net

BELOW ARE A FEW PHOTOS FROM THELEMENTS OF SUCCESS CONFERENCE




CELEBRATING SUPPORTED EMPOYEES
From around Wisconsin

Meet Mark Olson, Supported Employee and
All Around Great Guy

In this issue, we celebrate a man from Monona, WI who works at the
Job Center in Madison and receives chieckupports from Community Work Services in Madison.

Mark was nominated for the 2009 National APSE Supported Employee of the Year Award in 2009 and
here are some of the reasons why:

1 He has been at his job for 15 years as of March 2009.

1 His jobs include collecting all recycling paper from all over the Job Center which he collects twice a
day, shredding confidential paper, and collating documents that are given out to patrons who come to the
Job Center.

1 Mark has a great relationship with-amrkers, some who have been there just as long as Niak.
employees quickly come to know Mark and join in looking out for Mark.

1 He always has a great attitude about comirgntb being at work. He wants to be there.

1 Recently, a cavorker expressed that whenever blas a bad day, just seeing Mark changes her day
becausdie is so positive every day about his job, and rarely if ever seems to have a bad day.

1 He has an excellent attendance recdtd.hardly ever misses work.He does, it's because of vaca-
tions or if he's sick, which is rare.

1 If he doesn't come to work for some reasorwookers notice and are always concerned.

1 He seems to bring life to the Job Centiéryou ask anyone if they know Mark or have seen him that
day, they all know who he is.

One off his ceworkers taught him to count in Spanish and to say 'how are you?' and 'goodbye" &ewell.
also has different handshakes and names for different people that have known him through the years.

Mark has truly been a great lotgyrm employee and a positive influence to the job center.

Christine Moore, Job Coach
Community Work Services
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Supported Employment/Customized Employment Matrix
Il s ACompetitived the new Al ndependent ?0

A White Paper by Michael Callahan
March 2009

For decades, funding systems and agencies serving persons with disabilities held aitetgpenéflent performaneas an expected
outcome for persons wishing to participate in community life and in employment. Doubtless, many thousands of indiviiogls wis

to become full participants in the fabric of their communities were excluded due to their inability to achieve that imtetsnde

In the mid1980s the concepts of supported employment and supported living opened the doors to many of those excluded individt
als by removing the arbitrary barrier of independent performance by recognizing that few persons with or without desaiilities

ally achieved that status. By offering support at the point of need, many more individuals could participate in conferarmty li
employment alongside their peers without disabilities.

For those working with persons who historically have been the least likely to become enigb@ysdns with developmental and
multiple disabilities- supported employment offered the promise to provide a remedy through the provision of ongsitesja-
ports. It was hoped that by getting around the barrier of independence, that all who wanted to work could now be employed.
indeed, tens of thousands, possibly hundreds of thousands of individuals with significant disabilities, were successfihgt be
competitively employed using supported employment.

In 1986 Congress added supported employment to the Rehab Act of ®%3@asmp et i ti ve work in integr
als with severe handicaps for whom c¢ o mphistaddition prevides the dritcallyne n t
important funding stream for supported employment in federal legislation. Theoretically, at least, a significant barplerytoent

should have been removed. But as years went by, it became clear that the competitive standard was becoming a proltitlem, even v
the provision of job site supports. The tezompetitveu s ed her e does not refer to fAintegr
practitioners have implied. Rather, competitive refers to the true competition that job seekers face regarding bothdbef dieena

job, as defined by employers, and the efforts of other job seekers vying for the job.

In work performed by United Cerebral Palsy Associations during the 1990s, it was found that even with effective job amatching
strong job site supports many job seekers with the most significant disabilitiese with intellectual, physical and mulggmpact
regarding work performandéewe r e not abl e to achieve fAcompetitived standa
also performing poorly on the comparative evaluations and assessments that had continued, in spite of the changes in the 1992
Amendments to the Rehab Act that no longer required individuals to prove their feasibility to benefit. However, it wimfaund
employer expectations and competitive job descriptions could-steustured, that virtually all individuals could make beriafic
contributions to workplaces for which employers were willing to offer pay at or above the minimum wage.

During the 19906s these efforts at job restructur idigocand 0
disconnected efforts aimed at extending access to employment by removing the competitive standard. The numbers of individual
assisted were relatively small (probably less than 5,000) and rarely counted as a unique group within supported empémyneent ou
figures. Testimony was offered to the Presidential Task Force on Employment of Adults with Disabilities, a task forcéeempanel

late in the second Clinton Administration regarding the importance of bringing this issue to a more recognized status.

In 2001, the newly formed Office of Disability Employment Policy (ODEP) within the US Department of Labor coined the term
customized employment (Cie)represent these job restructuring strategies and to initiate a major effort to promote these practices a
a part of both disability employment services as well as an aspect of the generic workforce system. The ODEP concepfualizati
CE was connected to both the strategies of supported employment and to the typical, competitive approaches designest-to meet e
ing needs of employers in the workforce system. But as CE has evolved, it has also diverged from the job restnectaiigg
techniques of the 1990s that had as a focus the competitive job description of the demand economy.

Instead of carving or restructuring an existing job description, CE focuses on discrete unmet needs of businesse £ gnaldsjge cifi
tivity areas that employers feel would benefit their companies. Rather than removing duties and leaving employerssetth a sen
loss related to their demand, customized strategies are formative, meeting actual workplace needs, thus providirigce fotini in
for employers. Thus, CE provides the strategies necessary to remove one of the last conceptual barriers to empédlypsent for
sons with disabilities who wish to workthe competitive standard.
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Like its kindred concept independence, competitiveness is deeply embedded in both the human psyche and in our market econ-
omy. Neither of these concepts is wremepded. But both hit at the very essence of the impact of disability on life. Wyae pe

with or without disabilities can reach independence and competitiveness, we should celebrate that achievement and applaud the
strategies that allow for them to occur. However, when independence and competitiveness are barriers, we must firet ways to g
around them and acknowledge the importance of the strategies that allow for success. This paper is written to expien the co
tion between the two great ideas that have allowed us to get around the barriers of independence and cosypgiitived em-
ployment and customized employment.

Examining the interaction between supported employment and customized employment

In an effort to look at the intersection of SE and CE, it is necessary to get at the essential, defining characteasticsepts.

The defining aspects of SE that are used here are the competitive standard and job site supports. The defining agpects of CE

the negotiated relationship and the fact that ongoing supports may or might not be necessary for success. The folilewing matr

accounts for the manner in which job seekers with disabilities might need various services in order to become successfully em-
ployed. A set of functional definitions is provided below.

Competitive Employmerg defined as demand employment from employers in the form afxiséing job descriptions referenced
by job titles for which job seekers compete with others to obtain and for which employees must meet the demands of the job de-
scriptions. This definition also includes markieiven selfemployment.

Customized Employmeistdefined as a set of pemployment activities that result in a negotiated relationship between employers
and job seekers that focuses on discrete workplace needs and specific productivity not defined by an existing jolzcéie. This
gory also includes customized, sethployment.

Supported Employmeitt defined as a set of pre and pestployment activities and supports that provide job seekers the addi-
tional support necessary to successfully perform the responsibilities of a competitive job.

Natural Supports and Reasonable Accommodatiefes to both the existing supports on job sites typically available to all em-

ployees as well as the legal protections and benefits available to all workers with disabilities.

Competitive/Demand Customized Employment/
Employment SeltEmployment

II. There are job seekers who will need C
Natural Supports I. There are job seekers who | to become employed but will not need SE|
and Reasonable Ac- | will not need either SE or CE tp stay employed

commodation Only become employed and to stay
employed

—

(0]

IV. There are job seekers who will need
Ill. There are job seekers whg both CE to become employed and SE to gtay
Supported Employ- | will not need CE to become employed
ment and Natural employed but who will need S
Supports to stay employed
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Implications for Vocational Rehabilitation: VR is likely to see job seekers in all four areas of the matrix. Traditionally, VR has
focused on those who are able to become competitively employed withoutgieéngrsupports offered by supported employment.
Inthemid1 9806s Congress added competitive supported empl oymen
employment services. In 2001 the Office of Disability Employment Policy (ODEP) of the US Department of Labor (DOL) began an
initiative to add customized employment relationships to the mix. The implications for VR are significant. For jolvdeekers

might not be able to successfully compete for an open job, CE offers a customized relationship based on discrete edgployer nee
rather than job openings. Some individuals who were felt to negdiog supported might only need CE, thus representing a sav-
ings to the various funding systems. CE also offers and opportunity for VR to focus on those individuals with the fiesitsigni
impact of disability, typically served by developmental disability funding sources, job seekers who often need bothzedustomi
employment relationship and @oing supported employment.

VR will need to adapt to changes required by the CE process, however, to take advantage of the benefits of CE.

I Most VR agencies continue to fund a version of competitive assessment esoaditen of providing supported employment
funding. Since CE is a contributidrased strategy rather than a competitive one, VR will need to pay for exploratory approache
like Discovery instead of assessment. While the costs for each should be similar, it will not make sense to pay for both.

I Customized Planning creates another challenge for VR. The IPE, required for all who access VR services, focuses on a dems
job title of such specificity that it can be referenced in the Directory of Occupational Titles. CE uses an more dparrgfiam

ences the range of employment interests that job seekers have and then attempts to negotiate a specific descriptiun &éxidtdoes

at the time of the plan. Thi-ssr dbsmsdice iims toHd eWiR rseysstl&m bd wet b
knowledged.

9 Job development strategies must follow the customized plan, not simply reflect the single job goal of the individua Provid
agencies must embrace the willingness to follow a customized plan and adopt employer interaction strategies to accphaplish the
Finally, for selfemployment, VR has set the competitive standard high regarding expected wages and has been reluctaat to provid
capitalization for businesses considered to be fAhobnogey or
that is necessary for success as well as the potenti al bus

Implications for Supported Employment Funders and Providers: Traditionally, supported employment has occurred in Section

[l of the Matrix with employees receiving job supports that have allowed for a successful competitive relationship wiggrempl
However, it has been recognized for over twenty years that additionanymeyment strategies would be necessary for SE to be
successful for persons with the most significant and multiple impact of disability. Until the advent of CE, those straregies

marily organized under job restructuring and carving efforts aimed at a demand job description. CE has articulatedisfoew foc
these traditional strategies that is formative, addressing discrete unmet needs of the workplace and offering spetiifityproduc

ways that meet employer needs outside of typical demand. By embracing Section IV of the Matrix, supported employment funders
and providers can extend the reach of traditional SE to encompass the purposeful negotiation of the employment rallaignship,
with the job supports that are also necessary. In this way a hybrid concept, Customized, Supported Employment emérges to pro
access to virtually all who want to work.

There will be challenges, however, regarding theggnployment process called for by CE. Many SE provider agencies continue to
provide comparative, competitive assessment for the VR funding system and they continue to respond to open jobs with demand
focused job development. Significant strategy changes will have to occur to follow a process that assures customizaiten as a
come. As with VR, supported employment funders and providers have rarely embraced the developmemploseifent as an
outcome. Customizedsedfmp| oy ment provides a better fit to the individ
jobdod for those with a personal interest in starting a busi

Implications for the Workforce System: For the workforce system, its typical user would be traditionally served in Section | of

the Matrix. Most users of the generic workforce system do not use either customized employment to become employeéar suppor
employment to remain employed. However, the entire matrix could prove useful to the generic system, especially as demands fo
universal access increase in the future. Just as regular schools have been expected to offer full inclusion to stdibertiitieish

it is becoming increasingly clear that the workforce system will be expected to offer employment services to adultdihttbdisa
Many of these job seekers are currently receiving their employment services from categorical providers and funders iwtlis target
viduals with disabilities. As they seek services from generic sources, the workforce system will need to have theegidltglto

Section Il of the Matrix represents an ideal place for the workforce system to start. Many of the current users-stapsystem

who are chronically unsuccessful in landing a competitive job could benefit from a customized relationship. By adoptiigedust
procedures for this group, the workforce system would not only receive direct benefit to its current users, it woulth disoskit

sets necessary to meet the needs of many job seekers with disabilities. And furthermore, the generic system and \ébaould col
rate on behalf of job seekers who might need additional supports to remain successfully employed.
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There are challenges to the generic workforce system in embracing CE. The current system is based on meeting thel@demands of
cal employers. The orsop centers act as a way to recruit, assess, prepare and funnel job ready applicants to potep&es.emplo
Employers set the play by defining their needs through the jobs they have available. CE will assisstiye system by alleing

a new way to focus on those job seekers who remain unemployed, but interested, month after month and even year after year. B
CE requires the focus to start with the job seeker by implementing a discovery process that is fundamentally diffdreasthan t
sessment and interest inventory strategies typically used. And job seekers will either need to be represented toyecat &eplo
taught to selrepresent for customized jobs.

Implications for Employers and Job Seekers:Employers have traditionally assured that needs are met by carefully analyzing their
businesses in relation to the positions that are open at any given time. The positions are described by a job fitldesad @tipm
that captures the employerds required responsibilitfores. T
those with experience and credentials. From an employer perspective, CE offers an opportunity for employers to mote beyond t
presumption that full employment results in a condition that everything that is supposed to be done in the workplaée getctua

ting done. Many employers either simply assume that details are actually getting done or feel that, in the absencants, tbenpla
important things must be getting done. CE engages employers in a negotiation that offers the opporturagdoaaalysithat

can reveal unmet needs that have been overlooked or ignored. This analysis can also focus on specific areas in wikith product
might be augmented. In either case, the prospective job seeker provides the benchmark, the starting point for negbitiegions a
needs analysis. This releases the job seeker for whom competition is a barrier from competing with others. This ititiaes benef
been found to be of such importance to employers that wages of minimum to prevailing standards are routinely offerea-to new e
ployees. Employers may also choose to examine their workplaces relating to unmet needs and areas of specific prauction and
offer the opportunity for job seekers to make a proposal to meet some or all of those needs and to obtain a custore@igdgob de
with the employer.

Job seekers have just as much to gain as employers. CE offers a process that has as its central intention to dissverkhe jo s 6
interests regarding employment, necessary conditions for success and specific contributions and to follow the pathtbatated by
discovery to potential employers in the community. CE provides a way around the barrier of competition and it as@res that t
sulting job, to the greatest degree possible, fithetojpdse i nd
that either were not a match for their skills or their intefegtsGe t a | oilsort ofeappyoach. orbo. many other jodekers

and individuals who never had the chance to identify themselves as job seekers have been excluded from employment due to the
competitive standard. CE provides the way around all of that.

Customized Employment Definition and Indicators

According to the Office of Disability Employment Policy (ODEP) of the US Department of Labor Customized Employment is de-
finedasfia f |l exi bl e process designed to personalize the empl oy
that meets the needs of both. It is based on an individualized match and negotiation between the strengths, conditieestand i
of a job candidate and the specific business needs of an employer. Customized Employment utilizes an individualizetb approach
employment planning and job developrienn e per son at a time . . . one employer
Customized Employment:
Seeks to negotiate the essential responsibilities of a job, as defined by an employer and/eeskent@h expecta-
tions of a job for purposes of customizing a unique job description for the job seeker.
Occurs in integrated, community workplaces or in-s@thed businesses.
Involves pay at or above the minimum wage.
Results in an employment relationship between the individual and a community emplayeperson, one jdb
without an intermediary holding the employment relationship.
Provides access to ongoing employment supports, as needed.
Results in a living wage with benefits, as defined by the individual, including continued access to governmental bene-
fits.
Is driven primarily by an exploratory process such as discovery as opposed to a competitive, comparative, assessmer
or evaluation.
Is developed through the use of a process that allows the job seeker to define the direction to the job market.
Involves the use of a variety of negotiation, job restructuring and other flex strategies that allow job seekers to access
employment beyond the job openings available in the demand system.



Save the Dates!
March 11th andl 12th 2010

WI APSE will host a one and a half day training on providing vocational services to
people with criminal histories. This training will include information about current
programs in our state with: Mary Kay Kollat and
a full day on employment strategies with national trainer:
Maria Anderson.
The training will take place on the afternoon of March 11" and the day of March 12"
at the Radisson Paper Valley Hotel in Appleton.
Look for the registration form by early January at: www.wiapse.org

WI APSE WISHES ALL OF YOU AND YOUR FAMILIES A WARM AND WONDERFUL HOLIDAY SEASON!
PLEASE FORWARD ITEMS FOR THIS NEWSLETTER TO: nancym_wiapse@earthlink.net

Partially funded by the Centers for Medicare and Medicaid, Medicaid
Infrastructure Grant # CFDA 73.968, Department of Health Services/Pathways to Independence.



