A discussion of some of the preliminary ﬁndings of research into the Disability
Employment System, with speciﬁc reference to the lived experience of the system by
people with an intellectual disability.
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One of the consistent features of the system over several versions has been the lack
of client input into service provider raBngs - Star RaBngs. The system does not and
has not given any weighBng to the quality of the employment outcome and its
impact on the quality of life of the client. The noBon of what is customised
employment is inconsistent and in many seGngs lacks evidence based methodology.
I have had the experience of siGng with consultants and discovering that no one can
actually explain what person centred means. As for self determinaBon, I would argue
that there is no clear understanding of what this actually is in pracBce. It also
presupposes that any service can state that clients are self determined by simply
saying that they are without any consideraBon for what condiBons must exist for
someone to become self determined.
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My research is based within the InterpretaBve Phenomenological Analysis framework
using a mulBple perspecBve design. I have chosen to use this method in order to hear
the parBcipant voices and idenBfy common themes for analysis.
Let’s look at the client and consultant experiences and some of the comments and
preliminary themes.
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Point 1. It’s clear that the relaBonship between the client and consultant is
important, like therapy 30% of the eﬀecBveness of any intervenBon is the
pracBBoner / client relaBonship. Yet this is one aspect that is sBll found wanBng.
Point 2. Client’s don’t know their strengths, yet we somehow manage to suggest a
job? The evidence based pracBce of Discovery isn’t a common feature of DES-ESS, yet
it has been reﬁned over 40 years and is a common starBng point for evidence based
pracBBoners overseas.
Point 3. Like everyone else we all want a job that inspires us to get out of bed.
Points 4/5. Despite all the investment by government and agencies, clients sBll
indicate that employers don’t understand them and that they struggle to get any
respect. Research and evidence from overseas highlights the need to change
organisaBonal culture for employment of PWD to be successful.
The discussion should also encompass the economic case for
employing this person, not the social beneﬁts as is common to many approaches.
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Points 1/2. Further highlight the necessity to ﬁnd a method that will allow employers
to engage in the discussion, rather than having disability employment forced on
them. It further illustrates the potenBal for change by virtue of extending the work
experience phase to larger numbers of seGngs that may also facilitate the
PWD to understand their strengths – maybe an opportunity for ADE’s?
Points 3/4. These again illustrate the importance of work experience – the need to
give PWD the taster experience.
Points 5/6. Illustrate to me that the noBon of empowerment and person centred
service is lost on the government – in parBcular Centrelink.
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The system itself is inﬂexible, compliance driven and prevents a holisBc approach to
service delivery.
Consultants believe that the system rewards bad behaviour – gaming which was
raised by the Senate Inquiry into DES in 2011/12 and highlighted by the current DSS
consultaBon into the Disability Employment Framework.
Wage subsidies as used by JSA (JobAcBve) preferences the able bodied over PWD.
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The program is simply an employment program – the disability is irrelevant.
Staﬀ need specialist training and the ability to co-ordinate with other specialist
support services – a holisBc approach.
Employer expectaBons are inconsistent with the realiBes of the PWD – which simply
highlights the fact that there is no commercial imperaBve to employ anyone other
than the right person for the job.
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In the 80”s the management guru Tom Peters coined the term “management by
walking around.” In essence it meant that to be truly connected to what was going
on, managers had to get out on the factory ﬂoor and speak to the workers. They had
to get out and talk to clients. For DES to be truly person centred and customised, it
needs to understand the clients life and seGng – see the barriers to employment that
start at the clients front door.
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Many service providers pass audit against the disability service standards – but this
isn’t enough. The standards don’t prescribe pracBce and the industry itself doesn’t
invest heavily in research to develop the evidence base to any large degree. An
examinaBon of the training services oﬀered by peak bodies to providers shows a
focus on compliance. The evidence suggests that evidence based pracBce isn’t a high
priority and I would challenge the providers to produce the evidence that their work
pracBces are consistent with the UNCRPD and NDIS standards.
The understanding of the evidence based pracBces of customised employment,
career development and self determinaBon could at best be described as
rudimentary, at worst lacking any real understanding.
The client experience is sBll hit and miss, which is consistent with consultants views
that matching clients and consultants is an ad-hoc process – despite evidence that
the relaBonship is an important factor in outcomes.
The compliance based nature of the system prevents a ﬂexible approach to service
delivery that would be consistent with person centred pracBce and the principles of
self determinaBon.
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DES Outcome measures must include a system that measures, not just the
employment and Bme in the job, but measure the impact of employment on the
clients life. If you think about it, the present measure is simply a compliance and
payment assessment tool for the government to award remuneraBon and contracts
to providers that comply with the contract condiBons. Social Quality Theory which
was developed out of the need to integrate social and economic policy, provides a
possible base to develop a true outcome measure. The Centre for Disability
Employment Research and PracBce is currently scoping a project to develop an
outcome measurement tool based on Social Quality Theory and the primary domains
of Socio Economic Security, Inclusion, Social Cohesion and Empowerment as
successful measures of customised employment services. These domains are more
closely aligned with NDIS and UNCRPD principles.
The current DES-ESS system should migrate to an NDIS type system and open up the
system to registered providers, rather then the current system which seeks to
aggregate service provision with larger naBonal providers. Local registered providers
will succeed or fail based solely on client saBsfacBon and job delivery. The current
DSS DES Framework consultaBon alludes to this as a pathway for the future. All
service providers must be audited against evidence based pracBces, not simply the
Disability Service Standards. It would mean that providers would have to develop
customised employment systems, which are consistent with a person centred
approach that promotes self determinaBon.
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Marc Gold demonstrated in the 70’s that no one is unemployable and that everyone
irrespecBve of their disability has the capacity to learn work skills. Self employment is
a viable opBon for many people. In the current environment where the employment
landscape is evolving for many people, not just those with a disability - self
employment is one possible pathway to inclusion and independence.
Whilst service providers conBnue to funcBon in the silo environment created by
Workfare policies – the noBon of person centred employment won’t be realised.
Service providers need to recognise that employment is only one part of the client
intervenBon and that they need to focus on whole of life to ensure that clients have
both the personal skills and health to not just get a job, but to sustain it past the
current 13, 26 and 52 weeks outcomes.
There is much to be done to improve disability employment with the current DSS
consultaBon a good place for everyone to get involved in the future.
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