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SE Core Refresher Agenda

9:00-9:15 Introductions
9:15-9:30 Supported Employment
Overview

Core Values

Definitions and Glossary
9:30-11:30 SE Process
Assessment
Job Development
Job Placement
Job Training
Job Stabilization
Natural Supports
Follow Along

11:30-12:00 LRS SE Individual Placement
Model
12:00-1:00 LUNCH
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SE Core Refresher Agenda
1:00-2:00 SE Funding Sources
LRS
NOW Waiver
Supports Waiver
Ticket To Work
2:00-3:00 SSA Benefits & Work Incentives
SSI
SSDI
Medicaid & Medicare
PASS, IRWE, BWE, SEIE
3:00-3:30 Staying Connected
APSE
Louisiana APSE
CESP

What is Supported

Employment?

* Competitive employment in integrated settings with ongoing
supports

* Collaboratively funded service

* Opens the door to employment for people with high support
needs

* Individualized package of services

* Place and train model

2/20/2017



CESP Domain: Core Values & Principles

O All people having the right to work and being entitled to equal access to
employment in the general workforce

U Zero exclusion

U Disability etiquette

U People First Language

U Job seeker strengths interests and talents
U Full inclusion in the general workforce

U Self determination and empowerment

CESP Domains

CESP Domain: Individualized
Assessment & Career Planning

U Rights and responsibilities related to disclosure of disability
U Counseling job seeker on disability disclosure

U Practices unique to school-to-work

U Rapid engagement in the employment process

U Limitations of traditional vocational evaluation for job seekers with
significant disabilities

O Motivational interviewing techniques

CESP Domains

2/20/2017



CESP Domain: Community Research &
Job Development

U Gathering and analyzing labor trend information
U Identifying patterns in job markets
U Disability etiquette

O Maintaining updated information on businesses type of jobs available and
locations of jobs within the community

U Developing and communicating effective marketing and messaging tools for
employment

U Positioning the agency as an employment service

U Targeting message to specific audience

CESP Domains

CESP Domain: Workplace & Related
Supports

1 Communicating with job seeker/employee and his/her natural and paid
supports

U Impact of earned income on entitlements

U Transportation for work

U Family support

U Housing/residential staff cooperation

U Gathering clear job expectations from employers

U Preparing and coordinating for the first day on job

CESP Domains

2/20/2017



CESP Domain: Ongoing Supports

U Scope and limitation of funding sources for ongoing support

U Access to community resources and supports (e.g. transportation counseling
food assistance financial housing)

U Impact on benefits/entitlements as earned income changes and ongoing
access to benefits counseling (e.g., Community Work Incentive Coordinators)

U Collaboration with employees employers and family members to ensure
successful employment

U Support employees for job and/or career advancement

CESP Domains -

Core Values

Person Centered Planning
Employment support is guided by the job seeker in order to achieve
their career aspirations

Competitive Employment
The job seeker receives the same rate of pay and benefits as other
employees doing the same job. Individuals receive their paychecks
directly from the employer.

Partnership
Job seekers, employers, and direct service providers determine the
individualized strategies for providing support that will assist in career
enhancement and ultimately facilitate long-term satisfaction for the
job seeker and the employer.

Full Inclusion
When job seekers become employees, the goal is to find inclusion
both socially and economically.

www.employmentforall.ca

10
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Core Values, cont.

Job Search
Timely and appropriate support is provided to achieve
successful employment. Job acquisition is the goal of supported
employment. While volunteering is valuable, it is not paid
em loyment.

Individualized

gotlate to meet the unique/specific needs of the employer

skills of the job seeker, one person at a time. One job—one
person at a time.
Natural Supports
Employment supports are as unobtrusive as possible and (may)
fade olver time by building on community support and social
capita
Long-term Support
All stakeholders require long-term support to ensure
employment stability is maintained and career enhancement is
achieved.
Continuous Quality Improvement
Stakeholders are involved in the evaluation of services for the

job seeker, and the service provider implements improvements.

www.employmentforall.ca

11

Employment Specialist Duties
(aka...Job Coach)

= Get to know job seeker

= |[dentify job seeker’s skills, job preferences, interests, strengths and
abilities
= Manage job search and placement

= Job Development

= |dentify accommodation and support needs

= Train on the job site
= Job Coach

= Develop natural supports

= Fade over time

12
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SE Model/Components

¢ Assessment

+»+ Job Development and Marketing
+¢* Job Match & Placement

+¢ Job Training

+* Fading & Natural Supports

+¢ Job Stabilization

+* Follow Along

13

Important SE principles

ALL individuals are capable of working in competitive, community based
integrated employment if they are provided

1. “instruction/training-systematic

2. The necessary on-going follow along supports

14
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Employment Support Options

Typical Job

Dictionary of
Occupational Titles
(DOT)

<

Job Readiness
Training

Training to
improve and
develop skills to
obtain and retain
employment
including job
search, resume
writing, interview
skills

I\

Direct Placement

Needs support
with Job
Development and
Interview Process
but not much on-
the-job training
and no follow-
along

@ Supported

Employment

Needs support with
Job Development
and Interview
Process

Needs on-the-job

training and follow-
along

O Customized

Employment

Needs job carving
or negotiation,
modified job
description,
reduced hours or
job duties

Needs more
intensive job
accommodations
and supports
including on-the-
job training and
follow-along

15

Some Definitions

LSU HSC HUMAN DEVELOPMENT CENTER
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Customized Employment

A flexible blend of strategies, services, and
supports designed to increase employment
opportunities for job seekers through
ne%otiating with businesses to meet the needs
of both the business and the job seeker.

ehttp://www.griffinhammis.com/customizedem
ployment.html

*http://www.marcgold.com/Publications/White
%20Papers/Supported%20Employment%20Cust
omized%20Employment%20Matrix.pdf

17

Employment -
Supported or Customized

What’s the difference between Supported Employment and Customized
Employment?

In theory — nothing

In practice —
o refocused attention to individuals with significant support needs

o refocused attention to creativity in developing employment opportunities —
e.g. the “customize”

o refocused attention on the importance of the “assessment” or “discovery”

18

2/20/2017



Employment First

Employment First is a concept to facilitate the full inclusion of people with the most
significant disabilities in the workplace and community. Under the Employment First
approach, community-based, integrated employment is the first option for
employment services for youth and adults with significant disabilities.

This philosophy presumes employability of all people in the community regardless of
disability. Components include:

¢ Being the first and preferred outcome for working-age youth and adults with
disabilities, including those with complex and significant disabilities, for whom
working in the past has been limited, or has not traditionally occurred,

¢ Using typical or customized employment techniques to secure membership in the
workforce, where employees with disabilities are included on the payroll of a
competitive business or industry or are self-employed business owners,

* Where the assigned work tasks offer at least minimum or prevailing wages and
benefits,

* And where typical opportunities exist for integration and interactions with co-
workers without disabilities, with customers, and/or the general public.

19

Job Carving

The process of listing the key components of jobs and
employment needs to develop a written proposal for an
employer on how those needs can be met.

A proposal typically includes language identifying job tasks
for increased work efficiencies and the matching of an
individual's skills with workplace needs. (e.g., Job Match
Analysis)

This process can result in either job restructuring or job
creation.

20

2/20/2017

10



Natural Supports

Support from supervisors and co-workers occurring in the workplace to
assist employees with disabilities to perform their jobs, including
supports already provided by employers for all employees.

These natural supports may be both formal and informal, and include
mentoring, supervision (ongoing feedback on job performance), training
(learning a new job skill with a co-worker) and co-workers socializing
with employees with disabilities at breaks or after work.

- originate from within rather than from outside the workplace or
community system

- are consistent with the culture
- are typically available and/or perceived as usual

- canhoccur automatically in the workplace, or can be facilitated by job
coac

21

People First Language

People First Language (PFL) represents more respectful,
accurate ways of communicating. People with disabilities are
not their diagnoses or disabilities; they are people, first.

Aiming to avoid perceived and subconscious dehumanization
when discussing people with disabilities, as such forming an
aspect of disability etiquette, the basic idea is to impose a
sentence structure that names the person first and the
condition second, for example "people with disabilities" rather
than "disabled people", in order to emphasize that "they are
people first". The term people-first language first appears in
1988 as recommended by advocacy groups in the United
States.

22
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Examples of People First
Language

SAY: INSTEAD OF:

People with disabilities The handicapped or disabled

He has a cognitive disability He’s mentally retarded

She has autism (or a diagnosis of...) She’s autistic

He has Down syndrome He’s Down’s; a Down’s person;
mongoloid

She has a physical disability She’s a quadriplegic/is crippled

He uses a wheelchair He’s confined to/is wheelchair
bound

LSU HSC HUMAN DEVELOPMENT CENTER

Person Centered Planning

Person Centered Planning is an ongoing problem-solving process in
which a person with a disability works with other important people in
his or her life to plan for their future. This "person-centered" team
meets to identify opportunities for the focus person to develop
personal relationships, participate in their community, increase control
over their own lives, and develop the skills and abilities needed to
achieve these goals.

Person Centered Planning depends on the commitment of a team of
individuals who care about the focus person. These individuals take
action to make sure that the strategies discussed in planning meetings
are implemented.

24
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Systematic Instruction

Systematic Instruction refers to any kind of instructional systems design
model or method that: is carefully thought out and designed before
activities and lessons are planned; builds upon prior knowledge; and is
strategic building from simple to complex. Materials and instruction are
organized to follow the logical order of the language. The sequence of
the instruction proceeds methodically from the easiest and most basic
elements to more difficult and complex material.

Choose Individualized Instructional Strategies:
O Prompts and Cues (e.g., Gestural, Verbal, Model, Physical)
U Explanations and rationales to heighten awareness
U Reinforcements

U Compensatory Strategies (e.g., environment modifications, adaptive
equipment)

O Self-monitoring and self-reinforcement

25

Zero Exclusion

The most important, fundamental principle of supported employment is that everyone is included.
With the right job match and the right support, everyone can be employed.

The 2008 UN Convention on the Rights of Persons with Disabilities “Rights of Persons with
Disabilities” recognizes the right to an “opportunity to gain a living by work freely chosen or accepted in
a labour market and work environment that is open, inclusive and accessible to people with

disabilities.”

Discrimination happens when people are stereotyped or treated unjustly based on their actual or
perceived differences. Discrimination can be based on age, ability, ethnic background, gender,
language, marital status, national ancestry, political affiliation, race, religion, sexual orientation, or
socio-economic status. Therefore, excluding anyone from employment is discrimination.

Supported employment is about actively facilitating gainful and meaningful employment for job
seekers.

Pre-vocational work units, sheltered workshops, long-term volunteering or work experiences that are
long term, are not considered job acquisition or supported employment.

Ideally, the percentage of employees with disabilities in the workforce should reflect the percentage of
persons who live with disabilities in the community (usually 10% or 1 in 10).

26
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WIOA — Workforce Innovation
and Opportunities Act
THE INSTITUTE BRIEF ] ==

poicrmaben, peromacl. e provden, edwcton

in gemeral, WIOA has the potential for significant
abvanement

drsabilies, access employment, education,
_job-driven traming and support sennces that
give them the chance to advance their careers
and secure the good jobs of the future.*

formal
..m...-.,.-.."...... between VR and state Medicaid and 100 agences 27

Vocational Rehabilitation under WIOA

WIOA — Workforce Innovation and Opportunities Act

Competitive integrated employment - The Rehabilitation Act
previously used “competitive” employment but never defined.
WIOA defines competitive integrated employment as full-time or
part-time work at minimum wage or higher, with wages and benefits
similar to those w/o disabilities performing the same work, and fully
integrated with co-workers without disabilities. Considered the
optimal outcome under WIOA.

Customized employment - “competitive integrated employment, for
an individual with a significant disability, based on an individualized
determination of the strengths, needs, and interests of the
individual with a significant disability,” “designed to meet the
specific abilities of the individual with a significant disability and the
business needs of the employer,” and “carried out through flexible
strategies.” As a result, customized employment is now among the
available services from public VR nationally.

28
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Vocational Rehabilitation - Cont’d

*Changes in definition of supported employment:. The adapted definition makes it clear that
supported employment is integrated competitive employment, or an individual working on a
short-term basis in an integrated employment setting towards integrated competitive
employment. In addition, customized employment is now included within the definition of
supported employment. Also, the standard post-employment support services under supported
employment have been extended from 18 to 24 months.

*Focus of supported employment state grants on youth: Under WIOA, half of the money that
states receive under the supported employment state grants will now have to be used to
support youth with the most significant disabilities (up to age 24), and these youth may receive
extended services (i.e., ongoing supports to maintain an individual in supported employment)
for up to four years. The definition of “youth with the most significant disabilities” in the
implementing regulations will be a key issue.

*Technical assistance for post-secondary education: The new law allows the RSA commissioner
to fund technical assistance to “better enable individuals with -intellectual disabilities and other
individuals with disabilities to participate in postsecondary educational experiences and to
obtain and retain competitive integrated employment.”

*Role of VR in One-Stop system: WIOA designates certain programs as “core programs” in the
workforce development system. Public VR is among those designated as a core program, and as
such will continue to be a mandatory member of state and local workforce boards. Other core
programs are Adult, Dislocated Worker, and Youth workforce investment programs, the state
Employment Service (Wagner-Peyser), and Adult Education and Literacy.

29

Vocational Rehabilitation - Cont’d

*Changes in performance measures: Under WIOA, the core programs are subject to
common indicators of performance. For adults, these include a) entering and retaining
employment, b) median earnings, c) obtaining an educational credential (high school
diploma, post-secondary credential), d) skill gains via post-secondary education and
training, and e) effectiveness in serving employers. These performance measures are a
new requirement for state VR programs, and the changes in current VR performance
indicators will be a critical implementation issue.

*Funding of One-Stop infrastructure:. Under the new law, payment for One-Stop
infrastructure and other costs will be determined at the local board level. However, if
agreement cannot be reached, the governor will develop the requirements for
payment of One-Stop costs by One-Stop partners. Under WIOA, public VR can be
required to use a maximum of 0.75% of its funds for One-Stop infrastructure, which
will gradually increase to a maximum of 1.5% after five years.

*Increased emphasis on role of general workforce development system: A number of
provisions in WIOA emphasize and increase the requirements for the general
workforce development system and One-Stop Career Centers to meet the needs of job
seekers with disabilities. These include:

eLocal workforce development boards will have to ensure that there are sufficient
service providers in the local area with expertise in assisting individuals with
disabilities with their career and training needs.

30
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Vocational Rehabilitation cont’d

* Increased VR role in transition: Each state’s public VR program
15% of public VR funds must now be used for transition
services, specifically pre-employment transition services as
defined within the act to include;

= job exploration counseling, work-based learning, counseling on post-
secondary opportunities, workplace readiness training, and training on
self-advocacy.

= Limitations on sub-minimum wage: A new section has been
added to the Rehabilitation Act, Section 511. It requires (as of
2016) a series of steps before an individual under the age of 24
can be placed in a job paying less than minimum wage (almost
all of which are positions with community rehabilitation
providers in sheltered workshops or enclaves)..

= Requirement for formal cooperative agreement between VR
and state Medicaid and IDD agencies

31

SE Components
« Assessment

+»+ Job Development and Marketing
++ Job Match & Placement

+¢ Job Training

++ Fading & Natural Supports

++ Job Stabilization

+* Follow Along

32
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CESP Domain: Individualized
Assessment & Career Planning

U Rights and responsibilities related to disclosure of disability
U Counseling job seeker on disability disclosure

U Practices unique to school-to-work

U Rapid engagement in the employment process

U Limitations of traditional vocational evaluation for job seekers with
significant disabilities
U Motivational interviewing techniques

CESP Domains

Assessment & Career Planning

12. Traditional vocational evaluation: effectiveness and limitations for people with significant disabilities.
13. Person-centered planning processes, including personal futures/PATH planning, developing circles of
support, and their relationship to career planning. 14. Personal career profile development.

o @) encourage the active participation and decision making of the person served in the career
planning process.

o

b) interview the individual and others who are familiar with his or her abilities and work
history.

o

c) identify the impact of an individual's cultural and social background, including class, race,
gender, culture, and ethnicity, as well as role in family, church, and community; native and
spoken language; and family income.

o

d) review individual records and collect pertinent information related to employment.

o

e) observe the individual in his or her current daily routines and environments.

o

f) explore non-work needs that may impact the achievement and maintenance of
employment outcomes.

o

g) assess the individual’s preferred style of learning, work skills and tolerances, and
preferred modes of communication.

o

h) integrate relevant employment information regarding each person served into a
vocational profile.

From APSE SE Competencies 34

2/20/2017
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Assessment & Career Planning

15. Situational assessments, paid work trials, job tryouts, volunteer work,
or job shadowing: uses and procedures.

o a) develop career exploration sites aligned with the interests and desires of each
individual.

° b) assess needed environmental or job-task modifications for the person to
succeed in his or her choices of employment settings.

¢) assess the availability of community supports and transportation.

d) conduct effective situational assessments, paid work trials, job tryouts,
volunteering, and job shadowing.

o

o

16. Assisting individuals to develop personal career goals and meaningful
career plans.

17. Writing meaningful vocational objectives.

18. Making referrals to appropriate agencies, organizations, and networks
based on individual career plans.

From APSE SE Competencies 35

Assessment Definition

Information that is gathered from a variety of sources across a variety of
environments identifying a consumer’s skills, preferences, abilities,
interests and support needs as related to their employment goals. The
process of evaluating a client's potential for successful competitive
employment is based on the following information:

* Interviews

¢ Informal observations,

¢ Information gathering

* Interpretation of formal standardized evaluations,

* Behavioral assessment of skills and abilities

36

2/20/2017
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Situational Assessments

Situational assessment (also
known as job sampling, on-the-job
assessment, or environmental
assessment), is assessment using
actual employment and
community settings.

These assessments are typically
used to augment the community-
based assessment information and
are conducted at work settings.

37

Trial Work Assessment

Trial Work Assessments are used when there is reason to
believe that the individual may not be able to benefit from SE
services

Required by federal law if VR denies eligibility for the individual

The Rehabilitation Act requires that a trial work assessment be
completed to ensure that the individual has been assessed at
various work environments

38
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SE Components

+» Assessment

+Job Development and Marketing
+ Job Match & Placement

+ Job Training

+» Fading & Natural Supports

% Job Stabilization

+¢ Follow Along

39

Community Research & Job
Development

U Gathering and analyzing labor trend information
U Identifying patterns in job markets
U Disability etiquette

U Maintaining updated information on businesses type of jobs available and
locations of jobs within the community

U Developing and communicating effective marketing and messaging tools for
employment

U Positioning the agency as an employment service

U Targeting message to specific audience

CESP Domains

2/20/2017
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Marketing Job Development

19. Marketing plans targeted to employers.

o a) gather current information about local job opportunities, including labor
trends, employer needs, and job requirements.

b) use local employment studies, conduct market surveys, research business
groups, and other methods for updating information about employment
opportunities in the local job market.

c) develop a viable Employer Advisory Committee.

d) target and identify types of businesses to contac tbased on the needs and
interests of job seekers.

o e) develop a system for compiling and organizing information on businesses.
f) develop a file of pertinent information on each employer identified.

o g) maintain updated information on new area businesses, type of jobs available,
and locations of job sites within the community.

h) analyze the gathered information to identify trends in the local job market.

o

o

o

o

o

From APSE SE Competencies a

Marketing Job Development

20. Effective marketing messages for supported
employment.

° @) position the agency as an employment service.

o b) target messages to audience needs.

o ¢) describe services that the agency provides to employers.

o d) use language and images that do not disclose the

o presence of disabilities in the job seekers represented.

21. Effective marketing tools for supported employment.

° a) publication strategies for marketing employment services, including:
employment brochures, employment fact sheets, cover letters to businesses

b) presentations to individuals and/or parent groups ,advocacy groups, local civic
organizations, service providers, and employers.

¢) participation in community business organizations.
d) consultant to businesses on disability issues.

o

o

o

From APSE SE Competencies a2

2/20/2017
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Marketing Job Development

22. Job seeker portfolios, including resume, letters of introduction, and
references.

23. Personalized job development and relationship marketing, utilizing
personal networking.

24. Maximally involving job seekers in the job search process, including
participation in completing job applications and interviews.

25. Understanding workplace cultures and climates.
26. Job matching strategies.
27. Employer contact, including approaches and presentations.

28. Negotiating typical job designs, including hours, wages, tasks, work area,
breaks, orientation, training, and supports.

From APSE SE Competencies 43

Marketing Job Development

29. Job carving: identifying and recommending job carving options.

30. Equal Employment Opportunity Commission regulations that govern
non-disclosure of disability to employers.
o a) identify job development and marketing issues that arise related to
disclosure.

o b) appropriately handle employer questions about job seekers’ disabilities.

31. Work incentive provisions available to employers for hiring
employees with disabilities, including: Work Opportunity Tax Credit, Arc
Wage Reimbursement Program, Disabled Access Tax Credit,
Architecture?/Transportation Tax Deduction, VR On-the-Job Training
Wage.

32. How to close employer contact meetings that result in a job or
interview offer.

From APSE SE Competencies a

2/20/2017
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Job Developer Duties

- Contact potential employers

* Develop job leads

* Capitalize on strength of job seeker

* Assist with resume, applications & cover letter
* Identify employer needs

* Negotiate with employers

* Secure job match for job seeker

45

Skills Employers Want:

* Soft Skills
¢ Attendance
* Punctuality
e Teamwork
* Work Ethic
* Ability to Follow directions

* Hard Skills
* The specific physical and mental
skills that an individual needs to
perform his or her job.

¢ Performing the “essential functions”
of the job (ADA)

2/20/2017
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Tips for Developing the Resume

Maximize the content of your
resume...skills, strengths and abilities

Use keywords that are reflected in the job
opening

Tailor each resume to each job opening
Keep it short and simple

Highlight education and/or training
programs

Including References will benefit you
greatly

47

o
0

» Letters of Recommendation/Reference

o
%

» Certificates

Resume portfolios

o
0

* Resume

** Photos

** Video

s Awards/Accomplishments
+** Unique Skills/Abilities

+»* Hobbies/Interests

48
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SE Components

o
<
<
o
o
o

R/
0.0

Assessment
Job Development and Marketing

Job Match & Placement

Job Training

Fading & Natural Supports
Job Stabilization

Follow Along

49

Job Match & Placement

Job Analysis and Design

36. Comprehensive job analysis

o

o

o

o

o

o

o

a) identify strategies for creating or designing jobs that make use of integrated
and natural supports.

b) evaluate the integration potential offered by a position, including physical,
social, and cultural factors.

¢) determine effective methods to establish natural supports within work
environments.

d) list job duties and requirements of the job in sequence and the approximate
time required to perform each task.

e) identify and describe each job skill that an employee will be required to
perform.

f) identify job modification and accommodation strategies.
g) identify reinforcers natural to the work site.

From APSE SE Competencies 50

2/20/2017
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Job Match & Placement

Job Acquisition

33. Appropriate communication with relevant team members (e.g., job
seeker, parents/caregiver, rehabilitation counselors) to ensure all
members are fully informed.

34. Social security benefits and their impact on employment.

35. Preparations for the first day on the job (e.g., transportation,
employment-required medical examinations and testing, special
equipment, uniforms).

From APSE SE Competencies 51

Job Match & Placement

Worker Orientation

37. Travel/transportation arrangements and training for getting to and
from the job.

38. Strategies for establishing effective entry into a job.

° @) maximize hours on the job, including natural social times (breaks and
lunch).

b) ensure the new employee is introduced to coworkers by worksite
personnel.

o

o ¢) Adhere as closely as possible to typical new employee orientation and
training procedures.

o d) Ensure necessary modifications and accommodations are in place.

From APSE SE Competencies 52

2/20/2017

26



Job analysis

Should be completed using:
1) interviews with employer and coworkers;
° 2) observation of the job; and

°3) a summary review of the information collected
during a and b.

53

Job Match Analysis

Before accepting/agreeing to the placement for an
individual, make sure that:

o There is informed choice — that the individual actually had a choice

o There is reliable transportation

o The wage and hours are sufficient to meet the individual’s needs

o The individual understands how working will affect his or her benefits

o The provider has identified sufficient supports and strategies that the
individual will need to be successful

o There is an clear understanding that the individual will receive long term
support for as long as s/he is employed.

54
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Job Placement Considerations

Individuals in supported employment typically need some “tailoring” of
job duties or negotiations with the employer — if the placement is a “off-
the-shelf” type of job without any special accommodations then make
sure that the position “fits” the individual

55

SE Components

+»» Assessment
+»+ Job Development and Marketing

+* Job Match & Placement

+Job Training (aka Job Coaching)

+¢ Fading & Natural Supports
+»+ Job Stabilization

¢ Follow Along

56
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Workplace & Related Supports

0 Communicating with job seeker/employee and his/her natural and paid
supports

U Impact of earned income on entitlements

U Transportation for work

O Family support

U Housing/residential staff cooperation

U Gathering clear job expectations from employers

U Preparing and coordinating for the first day on job

CESP Domains

Ongoing Supports

U Scope and limitation of funding sources for ongoing support

U Access to community resources and supports (e.g. transportation counseling
food assistance financial housing)

U Impact on benefits/entitlements as earned income changes and ongoing
access to benefits counseling (e.g., Community Work Incentive Coordinators)

O Collaboration with employees employers and family members to ensure
successful employment

O Support employees for job and/or career advancement I

CESP Domains

2/20/2017
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Job Training

Workplace Supports
39. Strategies for developing workplace supports.
a) define natural supports and rationales for their use.

b) analyze work cultures to better understand sources of support and
social relationships at the worksite.

c) facilitate training of supported employees by coworkers.

d) identify artificial support strategies that can stigmatize or stereotype
supported employees.

e) facilitate mentor relationships between supported employees and
coworkers.

From APSE SE Competencies 59

Job Training

40. Systematic training, including task analysis, natural cues and reinforcers, error correction
procedures, and self instruction techniques.
a) task analyze job duties that require instruction.
b) conduct a baseline assessment from a task analysis.
¢) analyze baseline data.
d) establish an instructional plan that includes: schedule for training, instructional procedures,
natural prompts, natural reinforcers, reinforcement procedures, and evaluation/data
collection procedures.
e) utilize effective verbal, visual, auditory, and/or tactile prompts.
f) understand individualized reinforcement strategies, including: reinforcement preferences and

hierarchies, satiation effects, effect of quantity and quality, and natural versus artificial approaches.

g) define the various reinforcement schedules: continuous, fixed ratio, variable ratio, fixed interval,
variable interval, and how to fade reinforcers to naturally occurring levels.

h) identify and promote use of naturally occurring reinforcers and natural cues.

i) develop data collection procedures using frequency, duration, interval, and performance scoring.
Jj) describe how to enhance natural cues and reduce dependence on prompts.

k) describe strategies to systematically fade prompts and other forms of assistance.

1) analyze a graph to determine the progress of a worker over time.

From APSE SE Competencies 60
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Job Training

Job Site Adaptations
41. Job adaptations and accommodations that match the needs of the worker and employer.
a) identify commonly available and non-stigmatizing accommodations and modifications.
b) develop individualized adaptations.
c) teach the use of assistive technology.
d) assess the ongoing need for, and appropriateness of, adaptations and accommodations.

Appropriate Social Behavior on the Job
42. Assisting individuals to meet the social behavior expectations of the workplace culture.
a) identify cultural norms of the workplace culture.
b) describe behaviors in measurable and observable terms.
¢) assess the communicative functions of behavior.
d) identify consequences that may maintain interfering behaviors.
e) identify considerations before implementing behavioral procedures.
f) describe the relationship between behavior and environment, including the events and situations that predict
occurrences of behaviors.
g) Develop appropriate strategies for supporting individuals to acquire social behaviors.
h) understand methods of reinforcement procedures, including DRO, DRI, DRL and Alt-R. Stabilization

From APSE SE Competencies 61

Job Training

Job Site Adaptations, cont.

43. Maximizing worker job performance and social integration.
a) monitor worker on-task behavior.
b) develop strategies to increase worker productivity, if necessary.
c) assist the worker in using self-management strategies.
d) expand worker performance so it generalizes across supervisors, job duties, and diverse social contexts.

From APSE SE Competencies 62
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Marc Gold

‘A lack of learning in any particular
situation should first be interpreted as an
inappropriate or insufficient use of teaching
strateqy, rather than an inability on the
part of the learner’

(Gold, 1980, p. 3).

63

Job Coach Duties

» Prepare Client for Job Entry

» On-The-Job Training and Instruction

> Identify Needed Accommodations

» Develop Compensatory Strategies

> Facilitate Appropriate Social Interactions
» Develop Fading Schedule

» Ildentify Natural On-going Supports

» Identify Contingency Plan

64
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Job Coaching

» Individualized
» Diminishes over time

» Might that look like.....

» First week—Job Coach present at the job site all the time

» First month—Job Coach present at the job site nearly every day for some time

» Second week/month —Job Coach present only on “difficult” tasks/days

» Third week/month —Job Coach makes regular spot checks, active training and
intervention has been successfully completed

» Fourth Month — Extended Follow Along — Job Coach stops by work site two times
per month

*¥****please realize that for some individuals, - especially those who have a
mental health diagnosis — the intervention may need to occur OFF and ON
the employment site******

65

Job Coaching

» Fade Gradually...over Time

» Caution when
» Job Coach spends little to no time at the job site
» There is no evidence of any “real” assistance

» Strategies for employment related issues only
involve “counseling” or “talking” to the
supported employee

66
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Sequence of Job Duties

Sequence of Job Duties Sequence of Job Duties

Employee: Job Site: Employes: _Ranaki McDorald xbSite: TaoBel

Job Tk Ese lobTitle: _Lobby Attendart Esp- Jb Goach

CiDaily, Job duties remain T Varies Dayto Day, Job duties vary from day to day X Daily, Jobdusiesremain T Varies Day to Day, Job dutiesvary from day 1o day

(# checked a separate form for each different s equence; cirde M aseparate form for
day or days for which tis farm is compieted) day or days for which this form is completed]
Mon Tues Wed Thurs Fri sat Sun Mon Tues Wed Thurs Fri Sat Sun
Times Job Duty Agpro¥imate Times Job Duty

10100 Clock in
10:02-20:05 Consul with supenvisor
10:05-10:30 Clean dirty windows
10:30-23:00 Sweep and mop lobby
11:00-01:30 Clean 8zthrooms
1301000 Gather rays, wipe and return  tray pick up ares
1302000 Clear ables of garbage and Wipe dean, neatly push in chairs
11:30-100° Clean driri dispanser ares
11301000 Refil condiments trays, drink tops and raws as needed
100-1:30 Clean and sweep outside entrance and sidewak areas
130155 Clean 8throoms

Comments 1552:00 Clock out

Commants: Duties during e paak lunch pariod of 11:30- 1:00 are completad in 3 continuous rotation

Sigratre: [ Signature: one

67

Developing a Task Analysis

« |dentify all required materials, tools and equipment

* Each step is one observable behavior
e resulting in a visible change towards completing the task

* Build in natural cues and compensatory strategies
* resulting change in one step becomes the natural cue to begin the next step

* Steps are chronologically ordered

* Each step is in narrative form using least number of words: descriptive, precise and
avoids ambiguities

* Words can be used as verbal prompts
* Task is completed as efficiently as possible
¢ Simplify complex steps

. Trkl] to eliminate discrimination (i.e., having to determine if a task was completed
with good quality), instead build in quality.
* Remove decisions so task steps are repeatable and standardized

e For exam?le,_”clean entire area in a specific pattern to cover all areas” instead of
“clean only dirty areas”.

« Test the task analysis and modify as needed

Adapted from: Moon, S.M., Inge K.J., Wehman, P,, Brooke, V., & Barcus, J.M. (1990). Helping persons with
severe mental retardation get and ‘keeg employment: Supported employment issues and strategies. 68
- wma (o

2/20/2017

34



2/20/2017

Task Analysis

Task Analysis Form Task Analysis Form

69

SE Components

+» Assessment

+»+ Job Development and Marketing
++ Job Match & Placement

+¢ Job Training

+ Fading & Natural Supports
++ Job Stabilization

+* Follow Along

70
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Fading

Fading is the process in which the job trainer, over
a period of several weeks or months, slowly and
systematically decreases his or her presence on
the job site.

The actual schedule of fading is determined by the
client's ability to perform job tasks independently
and to maintain a satisfactory level of work
performance when the trainer is off-site.

71

Natural Supports

» Used to help people keep the job once Job Coach
has faded

» Provided spontaneously or through facilitation

» Categories include:
» Training Supports (e.g, Systematic Instruction, Task
Analysis, Videos)
» Organizational Supports (e.g., Schedules, Alarms)
» Social Supports (e.g., Who and What to do When)

72
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SE Components

+ Assessment

¢ Job Development and Marketing
¢ Job Match & Placement

+* Job Training

++ Fading & Natural Supports

+ Job Stabilization

¢ Follow Along

73

Job Stabilization

Occurs when individual is performing job duties independently 80% of
the time

Support time should diminish over the length of employment

Retraining or assistance may be needed at times but support should
decline over time

Make sure there are strategies in place to help with supports and
retraining needs — strategies that will work without the employment
staff present

Be leery of an individual “achieving” stabilization within a month of
placement, it’s possible but unlikely - either the individual didn’t need
SE services — or the individual may under-supported at the worksite

74
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SE Components

+ Assessment

¢ Job Development and Marketing
¢ Job Match & Placement

+* Job Training

++ Fading & Natural Supports

++ Job Stabilization

+ Follow Along

75

Ongoing Supports

45. Supporting individuals, families, and employers/coworkers over time.

46. Evaluating quality in supported employment services through outcome measurement,
satisfaction indicators, and process indicators.

47. Ongoing review of the supported employee's performance

a) determine supervisor's satisfaction with assistance

provided by employment consultant. b) determine supervisor's satisfaction with performance of supported
employee.

c) determine additional or different support needs.

d) obtain additional information regarding supported employee's progress from family members,
coworkers, counselors, or support coordinators.

e) conduct on-site observations to evaluate job performance.

o f) record progress in a consistent manner.

°

°

°

°

°

°

From APSE SE Competencies 76
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Ongoing Supports
48. Collaborative working relationships with other human
service professionals.

49. Supporting the job seeker and family in self-advocacy.
50. Circles of support as an ongoing resource.

51. Community resources that will assist supported
employee in maintaining and improving his or her quality
of life.

52. How to handle job stress and burnout.

From APSE SE Competencies 77

Follow Along

Follow Along is the process of on-going assessment
of a client's job performance which begins after the
job trainer has faded from the job-site.

Methods of evaluating client progress include
written evaluations, periodic on-site visits and
telephone contact. These methods allow the job
trainer to monitor a client without being on the
job-site on a daily basis and can last for an
indefinite period of time.

78
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LRS Supported
Employment
Individual
Placement Model

SSSSSSSSSSSSSSSSSSSSSSSSSSSSSSSSSSS

EEEEEEEEEEEEEEEEEEEEEEEEEEEE

Louisiana Definition Mapping

Vocational Rehabilitation Services (VR) = Louisiana Rehabilitation
Services (LRS)

Community Rehabilitation Provider (CRP) = LRS Vendor

2/20/2017
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LRS Documentation Summary

Send to LRS Auth |Sent [Pay
rcvd  [to LRS | revd
Intake When Authorization for Assessment is received, Provider must contact
consumer within 1 week
Community-Based Within 90 days, after three separate 1t meetings and is SE1
Assessment (CBA) completed. SE1A

Monthly during Job
Development

After IPE is signed, send SE2 monthly until job match is found.

Invoice ($500)
SE2

MILESTONE 1 Job Placement: SE2
After seven days of employment send to LRS SE2A
(One Week) SE4
Invoice ($2000)
MILESTONE 2 After one (1) month of employment (Job retention). SE3

(One Month)

SE4
Check stubs
Invoice ($1000)

Monthly until Case Closure Send SE4 monthly until case closure. SE4
Check stubs

MILESTONE 3 When Job Stabilization occurs — 80% ir (Transition to SE3

Follow-Along) SE4

Job Stabilization SES

Case record must document the date job stabilization occurs and transition to
extended follow-along occurs.

Check stubs
Invoice ($1000)

MILESTONE 4
(90 Days Consecutive after
Milestone 3)

Minimum 90 days of consecutive work days following Milestone 3
Successful Case Closure

SE3
Check stubs
Invoice ($2250)

High Quality Indicators

If two of the three high quality indicators are met, per official documentation
from the employer, an additional payment of $1,000.00 is made to the vendor
at the time of Milestone 4 payment

Consumer’s most recent
pay check stub or other
official documentation

. Consumer is employed 25 or more hours per week provided by the
. Consumer is compensated at or above $10.00 per hour employer
. Health insurance benefits are made available to the consumer through ~ |*  Invoice ($1000) —
the employer
B1
Community Rehabilitation Provider (CRP), aka SE vendor, receives Purchase
Authorization for Assessment from LRS
CRP must contact consumer within 1 week*
Job Seeker completes:
» Intake Form > Media Consent & Revocation
» Employment History Form > Grievance & Signature Page
> Legal Status > Rights Of Individual
» Privacy Practices > 1-9
» Confidential Agreement > W-4
» Waiver Of Confidentiality > 8850
» Hold Harmless Agreement >
*Let your LRS Office know if you have a substantial waiting list so that this can be explained to
consumers before referrals are made
82
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Community Based Assessment

LRS Payment is $500
o Authorization for Assessment Received - Supported Employment
Vendor contacts consumer within 1 week

o Community-Based Assessment — Employment Specialist meets with
client on at least three separate occasions in at least three different
settings in the community to obtain the necessary information.

> Employment Specialist may also review any available documentation
(e.g., intake packet, LRS file, resume, etc.) and interview others (e.g.,
client’s family, friends, former teachers and supervisors) for
additional information.

o Within 90 days, send to LRS:
o SE1 - Supported Employment Community Based Assessment Narrative Report
o SE1A - Supported Employment Community Based Assessment Activities Form
o |nvoice for $500

83

LRS Assessment Quality
Indicators

« |dentifies an appropriate vocational goal
* |[dentifies support needs

e Conducted in three different places in the community and on more
than one day
e ( For LRS: Consumer’s home is not considered one of these three places)

84
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LRS Staffing / IPE Signed

After receipt of the assessment report, “staffing”
held with:

o job seeker
o vendor
o LRS counselor

Individual Plan for Employment (IPE) is signed by
job seeker

85

MILESTONE 1 - Job Placement /
First Week of Employment

LRS Payment is $2000
o Employment is found
o Employment Specialist ensures a good job match by

completing Form SE2A (Job Match Analysis) prior to client
starting work

o Employment Specialist provides support and job site
training/ job coaching for client to begin and continue
working

o After one week of work, SE vendor sends to LRS:

o SE2A - Job Match Analysis

o Final SE2 - Job Development and Placement Activities Log
o First Week of SE4 - Job Coaching Time Log

o |Invoice for $2000

86
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M-1 Quality Indicators

* SE:2 submitted for each month of job development until consumer is
placed

* Placement matches vocational goal of IPE
* No temporary or seasonal employment
e Consumer and counselor must agree with placement

* Consumer maintains job for seven days and reports satisfaction to the
vendor

* SE:4 completed to document the job coach accompanied consumer to
the job the first day of work
¢ Dropping off the consumer is not sufficient

87

MILESTONE 2 - One month Job
Retention
* LRS Payment $1000

* Employment Specialist continues support and job
coaching, intensive at first and gradually fading
over time

* After one month of work, SE vendor sends to LRS:
* SE3 — Job Retention Progress Report
* SE4 — Job Coaching Time Long
* All Check Stubs
* Invoice of $1000

88
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M-2 Quality Indicators

- Consumer completes one month of employment
(cumulative not consecutive)

* Documented with pay stubs

* SE:3, Job Retention Progress Report, completed
and signed by vendor and consumer

* SE:4, Job Coaching Time Log, completed by job
coach, vendor manager and consumer

89

SE3 —Job Retention Progress Report

* Use feedback from employee, employer, coworkers

* Look at progress as well as areas in need of support — or for any issues
that are new...

* Be leery of general comments — “doing well” “john’s happy” — ask for
specific measurements, e.g.,

¢ John arrived at work on time every day except once (if getting to work on
time was an issue)

¢ Sally remembered to punch in and out everyday without prompting (if
sequencing/or remembering was issue)

* When problems are identified (and they should be) make sure that the
strategy for resolution is appropriate

920
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Milestone 3 - Job Stabilization /

Transition to Extended Follow-along

* LRS Payment is $1,000
* Minimum two months of job retention

* Job Stabilization Occurred
¢ Job Coach has gradually faded over 2-4 months of employment as
needed until client is performing job independently 80% of the time

* Natural Supports Plan Identified (SE5)
* Strategies and coworkers are identified that provide the client with
support when job coach is not present

* When Job Stabilization occurs, after minimum of two (2)

months, vendor records the date and sends to LRS:
e SE3 - Job Retention Progress Report

SE4 — Job Coaching Time Log

SE5 — Natural Supports Plan

All Check Stubs

Invoice of $1,000

91

M-3 Quality Indicators

e Completed 60 days of employment (cumulative)
e Consumer must be stable on the job
 Counselor agrees consumer is stable on the job

* Justification that consumer is ready to transition to extended follow-
along services

* Documented with pay stubs

* SE:3, Job Retention Progress Report, completed and signed by vendor
and consumer

* SE:4, Job Coaching Time Log, completed by job coach, vendor manager
and consumer

92
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After LRS M-3 Job Stabilization:
Monthly until Case Closure

Vendor sends to LRS monthly until case

closure:
°SE4 — Job Coaching Time Log
o Check stubs

93

Milestone 4 - Successful Case
Closure Closed/Rehabilitated

» LRS Payment is $2,250

» The provision of only minimal support is
necessary to maintain employment

> After minimum of three months, Vendor
sends to LRS:
» SE3 —Job Retention Progress Report
» Check stubs
> Invoice of $2,250

9
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M-4 Quality Indicators

* Only minimal support is necessary to
maintain employment

* Resist the urge to close a case because

the “time” period is completed if;
* The individual has continued to have difficulty in
some aspect of his/her job.

* You are not clear how the individual will
maintain employment after LRS’s funding is
discontinued.

95

High Quality Indicators $1000

* If two of the following conditions are met:
* The consumer is employed 25 or more hours per week
» The consumer is compensated at or above $10.00 per
hour
* Health insurance benefits are made available to the
consumer through the employer

* Information must be verified on the consumer’s
most recent pay check stub or other official
documentation provided by the employer

96
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LRS Supported Employment
Milestone Payment System

Each individual Milestone Outcome Payment
can only be paid once to the CRP providing the
supported employment services, even if the
worker loses a job after the completion of a
Milestone and continues to receive services
with that same CRP.

97 97

LRS Supported Employment
Milestone Payment System

* If consumer loses job, the milestone
payments pick up where the consumer left off.
* For example, if consumer met M-1 andM-2 and then lost

their job, payment will resume once the consumer reaches
M-3 (cumulative)

* If a consumer chooses to change vendors,

milestones are to be negotiated with the

counselor

98 98
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Extended Follow Along

» Monthly minimum for lifetime of

employment
» two work site visits

» one work site visit with 2 phone calls to client
and employer

99

LRS Vendor Training
Certification

Initial Training Certification

o Newly hired Managers and Direct Service staff must be
“CERTIFIED” by completing a 40 hour university based
core S.E. training course (approved by LRS) within six
months of initiation of services with LRS consumers

Yearly Re-certification

o All S.E. staff must complete 20 hours of training every
three years for renewal. Documentation of training must
be provided (e.g., certificates, agendas for meetings, etc.)

100
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LA Employment Funding

Funding Source

Target Population

Wait Time

Funding Structure

LRS Supported Employment

All individuals who
meet VR current order
of selection (e.g., 1 as
of Jan 2017)

0-90 days

SE Milestone Rates

LRS Direct Placement

All individuals who
meet VR current order
of selection criteria
(e-g-, 1)

0-90 days
typically

Direct Placement Rates

NOW — New Opportunities Waiver

Individuals with
Intellectual disabilities
who meet DD Act
definition

Long waiting list
for services

NOW Rates and
Units

Supports (Adult) Waiver

Individuals with
Intellectual disabilities
who meet DD Act
definition

Waiting list — but
not as long as
NOW waiver

Supports Waiver
Rates and units

Ticket to work or Partnership Plus
Employment Networks

SSDI or SSI beneficiary
who has a “ticket”

0-7 days

National rates — Outcome or
milestone outcome payment

methods

101

LRS

Louisiana Rehabilitation Services

http://www.laworks.net/WorkforceDev/LRS/LRS Main.asp

ouISIANA

[oh e
iiiii WORKFORCE
HCOM'\HSSION

P Pnaos ot

HOME

ABOUTUS  WORKERS BUSINESSES

Louisiana Rehabilitation Services

Louisiana Rehabilitation Services

Lowisiana Rehatsltation Ser,
1o cbtain or maintain employ
POVKENG rehabiltation S6rvi @5 and working cooperativaly with Busingss and other
COMMUNY FESOUTE 68

Programs & Services.

Blnd

LRS) assists persons
nt andior achieve independen

Tech.
in their communities by | Bind Serv

Search laworks net

DOWNLOADS CONTACT

FAQs

MORE INFO
Vouissans Rehabiiation Services

abiities in U desive — LRS Poley

o
Assistance & Guidance Manust

Independer
Louisiana

LRS Regional Offices

Provides both vocational rehabiitation and independent living S6rvices 1o elkyble individuals who are blind o visually impaired

food senice fiekd
+ Older BiindMisually impaired Program - Expands independent living services for persons who are age 55 or older
and have a severe visual impaimnent

cont L

ndclph-Sheppard Business Enterprise Program - Provides career opportunities for qualified individuals in the

The Independent Living program allows. individuals 1o have the option to chaose to live or remain in theis home or community
setting, with emphasis on community based supports. and services. This includes such services as information and referral
sources, independent living skills raining, peer SUpport. system and individual 3dvocacy., and other independent living services

Louisiana Rehabilitati

and delivery of

Council - works with LIS 10 ensue the ivolvement of indivicuals with dis abiliies in the development
i ehabibtation seevices to Louisianans with Gisabilties

rehabiiitation services that go far beyend those found in routine job training programs. This frequently
uation and job readiness. services, assessment for and provision of assistive technology. such as

customized computer interfaces for parsons with physical or sensry disabikties. job counseling services, and medical and

therapeutic services.

v S

05 - offer 3 costal
'S offers placement servic

ive altemative 10 3dvedtising for job ¢ andidates 3nd ¢an $3ve empioyers time and
forjob ready individuals to help smployers achieve ther gools

The following programs were transferrod from Loulsiana Rehabilition Service to the Department of Health and
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LRS Employment Services

http://www.laworks.net/WorkforceDev/LRS/LRS Tech Asst Guidance.asp

* Job Readiness & Work Ethic Training (RE)

* Job Development and Placement (JDP)
* Time Limited Job Coaching (TLJC)

* Supported Employment (SE)

* Trial Work Experience (TWE)

* Pre-Employment Transition Services (PETS)

103

LRS Eligibility
= Physical or mental disability

= Be able to benefit from services

= Requires services to prepare for, enter,
engage in, or retain gainful employment.

= Order of Selection Priority
= Currently Selection Group 1

104

2/20/2017

52



LRS Eligibility:
Functional Capacity Areas

LRS assigns Selection Group after determination of eligibility for VR
services based on functional limitation in the following eight (8)
functional capacity areas:

1. Mobility
. Motor Skills
. Communication

. Self-Care

. Interpersonal Skills

2
3
4
5. Self-Direction
6
7. Work Tolerance
8

. Work Skills

105

LRS Eligibility: Order of Selection

e Selection Group 1

¢ Most Significantly Disabled, Four (4) or more functional capacity areas are limited as
a result of the disability (physical or mental impairment)

* Selection Group 2
¢ Most Significantly Disabled, Three (3) functional capacity areas are limited as a result
of the disability

* Selection Group 3
« Significantly Disabled, Two (2) functional capacity areas are limited as a result of the
disability
e Selection Group 4

« Significantly Disabled, One (1) functional capacity area is limited as a result of the
disability

* Selection Group 5

* Non-Significantly Disabled, has a physical or mental impairment and has been
determined eligible for VR services but does not meet above criteria

106
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NOW — New Opportunities
Waiver

* Individuals with Intellectual Disabilities
who meet DD Act definition

* Long waiting list for services
* NOW Rates and Units

¢ http://www.lamedicaid.com/provweb1/Providermanuals/manuals/NOW/NO
W.pdf

107

Supports (Adult) Waiver

= Individuals with Intellectual disabilities
who meet DD Act definition

= Waiting list — but not as long as NOW
waiver

= Supports Waiver Rates and Units

108
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Authorities / Regional DD
Agencies

= Louisiana Office for Citizens with Developmenta
Disabilities (LA OCDD)

= http://new.dhh.louisiana.gov/index.cfm/subhome/11/n/8

= Ten Human Services Districts/Authorities
= Serve Individuals with Intellectual

= Waiting Period Depends

= Based on waiver rates

109

D Metropolitan Human Services District

. Capital Area Human Services District

|:| South Central Louisiana Human Services Authority
. Acadiana Area Human Services District

. Imperial Calcasieu Human Services Authority

D Central Louisiana Human Services District
. Northwest Louisiana Human Services District
|:| Northeast Delta Human Services Authority
. Florida Parishes Human Services Authority

. Jefferson Parish Human Services Authority
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['TW Employment Networ

Employment Networks In Social Security’s

Ticket To Work Prc

-hT support Do ENs receive upfront funding!
ahiitics
who are interested in goang to work o The Ticket to Work program is &

performance based program. ENs meerve
payments when the beneficiary achicves
certain employmen related milestones

increasing their work. Its goal i te
spportunitics and choices for Sc
4

o outcomes
ENs that need uphront capital can find
gusdance st www.pourticket towark com/web/
Participation in the et 10 Work program tiwipen-en capitalization

begins when a person reaches an agrecment = o
with an employment. nerwork (EN] or state et R e P
vocational rehabulitation (VR agency in the Ticket program?
The Ticket to Work program is voluntary. A
KT cocicio:y can choosc if, when snd whers 0
An EN is an entity particapate in the peogram

the Sacial Security Ad How do ENs and beneficiaries connect?

aather provide o coondinate the deliver
Social Securicy uses 2 wik range of
h E

ary services to Social Secu
beneficiaries. The EN can be &
single individual, a partnershipvalliance (public
. asortium of orga

bt fesoutees to sctve

e about the Ticket program in v
elipble indrviduals Socsal Secunty encouraes benef

Does it cost anything to become an ENY

The application process to become an
EN is free. For more information o o
contact the Employment Network Contrscts
Team, go to the Ticket to Work website at E access 1o basic contact information
www yourtickettowork com or call twlléree on eligible individuals who arc in their service
1-866.584.5180 (TTY 1.866-584.5151 and not working with another EN. ENs

are encouraped 1o reach out to Social Security
How many ENs will Social duabulity bencficiancs and advocates in their
Security approve! communities.

There is 5o limit to the number of ENs that
will be spproved. Social Secunty 1 contracting
with a1 many qualificd cntitics s possible
from both the public and private sector

area they wall work

www.soclslsecurity. gov Tmplovmens N

[ramp——
W e
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SSI and Work Incentives

e Student Earned Income Exclusion
(SEIE)

* Impairment Related Work Expense
(IRWE)

* Blind Work Expenses (BWE)
* Plan for Achieving Self-Support (PASS)

LSUHSC HDC SSA BENEFITS AND WORKING, 2016 112

112
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SSI and SSDI

SSI

SSDI

Title

Title XVI

Title Il

Full Name

Supplemental Security Income (SSI)

Social Security Disability Income (SSDI_

Social Security for the Disabled Adult Child
(SSDAC)

Social Security Childhood Disability Beneficiary
(SSCDB)

Qualifying Factors
(besides disability)

Limited Income and resources

Insured status as a worker (or child or
widow/widower of a worker)

How Benefits are
Determined

Benefits based on income and living situation,
intended to be a “supplement” to a wage

Benefits based on worker’s FICA payroll
contributions

Additional Eligibility
Considerations

If eligible, will receive benefits to bring income
level up to Federal Benefit Rate (FBR), which is
$735in 2017

Either eligible and receive full benefit check or
ineligible and receive no benefits (all or
nothing), based on the amount of earnings
received. The earnings threshold is called
Substantial Gainful Activity (SGA), which is
currently $1170 in 2017

Impact of Work

Reduction in SSI check = (wages - $85)/2

Phase 1 - Trial Work Period, until total of nine
months with earnings over $770 in 2014

Phase 2 — Continuous Period of Eligibility for 36
months, no check for any month with earnings

L N
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SSA Plan to Achieve Self-Support
(PASS Plan)

http://www.ssa.gov/disabilityresearch/wi/pass.htm
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e About PASS - http://www.ssa.gov/pubs/11017.html#a0=4

» SSI Recipients

PASS * Must be in writing (preferably SSA Form 545)

* Have income or resources to set aside (above SSI, i.e., work)

» Stated work goal

* Reasonable time frame (36 months max)

* Include expenses that are necessary to achieve work goal
* Elements of the PASS

» https://www.ssa.gov/disabilityresearch/wi/passcadre.htm
e PASS Plan Form SSA-545

*  http://www.socialsecurity.gov/online/ssa-545.html
* PASS Cadres Location & Contact Information

» Lafayette, LA 1-888-619-4771, ext. 15868

» https://www.ssa.gov/disabilityresearch/wi/passcadre.htm
¢ Resources

* A Guide to the PASS Application Form (SSA-545-BK)

for People Who Are Blind or Visually Impaired

e https://www.ssa.gov/disabilityresearch/wi/pass.htm

e http://www.passonline.org/

e http://www.passplan.org/ (defunct but good examples)

e http://www.communityinclusion.org/article.php?article id=66

e http://ilr-edi-rl.ilr.cornell.edu/pass/ (passonline.org)

o http://ruralinstitute.umt.edu/transition/SSAworkincent.asp
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Medicare vs. Medicaid

Medicare Medicaid

* Federally run program that has * State-run program designed
the same eligibility standards and primarily to help those with
coverage rules across all 50 low income and little or no
states. resources.

e Entitlement: earned by someone * Needs based/Means tested —
who has paid into the Medicare Limited Income and Resources
trust fund through taxes on . .
earned income; it is not needs * Coverage is typically free
based nor means tested. (with some exceptions in

some States)
* Coverage involves premiums, co-
payments and deductibles.

LSUHSC HDC SSA BENEFITS AND WORKING, 2016 116
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Louisiana Benefits Planning
Services (LA BPS)

LA BPS

* How does work affect SSDI and/or SSI benefits?

* Can you work and keep Medicaid or Medicare coverage?
* How work changes other benefits like: Food Stamps,
Subsidized Housing, Waiver Services, VA Benefits and
Workers Compensation?

* What are Social Security Work Incentives and how can
they help?

* How to report income to the Social Security
Administration and when?

118
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APSE, Louisiana
APSE & CESP
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APSE = ESP Moral Compass

U APSE Statement on Employment First

U APSE Supported Employment Competencies

U APSE Top 10 Myths & Facts of Social Security Benefits & Work

U APSE Ethical Guidelines for Professionals in Supported Employment

U APSE Supported Employment Quality Indicators

121

FC=SP

CERTIFIED EMPLOYMENT SUPPORT PROFESSIONAL

What is Certification?

® Process by which individuals demonstrate required
knowledge and skill

® Tool for identifying minimally competent individuals
® Usually voluntary, non-governmental (vs. licensure)
® Time-limited

® Independent of a specific class, course, or other
education/training program (vs. certificate programs)

® Primary focus on assessment

All professional certification programs have the same basic
key components, regardless of the profession/industry

122
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= CZSP

CeRTIFIED EMPLOYMENT SUPPORT PROFESSIONAL

The Value of Certification

® Provides recognition and increased credibility for Employment
Support Professionals

® Supports and encourages continued professional development

Provides a way for Employment Support Professionals to
demonstrate their commitment to supported employment

® May create job advancement or increased earnings
opportunities

Increased safety (disciplinary process) and industry standards

Helps employers and customers identify qualified employment
support professionals

FHC=SP

CERTIFIED EMPLOYMENT SUPPORT PROFESSIONAL

Benefits of CESP™ Certification

CESP™ certification opens the door to:

¢ Improved professional advancement & job opportunities;
¢ Increased income opportunities.

* Enhanced credibility with employers

For provider agencies and Community Rehabilitation Programs (CRPs):

Sponsoring staff to earn their CESP™ certification, or hiring CESP™ certified professionals,
increases your credibility with community business leaders and opens the door to new
employment opportunities for people with disabilities.

Supporting CESP™ certification for your staff:

* Increases your marketing edge with employers & businesses
¢ Assures the public and consumers of your commitment to best practices

* Validates your commitment to ethical and safety standards

2/20/2017
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CeRTIFIED EMPLOYMENT SUPPORT PROFESSIONAL

Eligibility Standards?

ApPIicants for certification must meet all of the following requirements
before they take the exam:

* Education Requirement
High school diploma, GED or equivalent

* Experience Requirement
Each applicant must meet one of the following requirements:

¢ 1 year of employment services professional (ESP) work experience as
defined below, which may include up to a maximum of 3 months of
internship or practicum time

OR

* 9 months of ESP work experience with training component as defined
in the candidate handbook.

¢ Code of Conduct
Each applicant must agree to and sign the Code of Conduct

How to Study forthe [ CESP
CESP™ Exam?

Visit the APSE web site: www.APSE.org to get CESP Certification Handbook
o http://apse.org/wp-content/uploads/2014/01/CESP%E2%84%A2-handbook.pdf

Study the 80 topics listed throughout the five domain areas of the CESP™ exam:
1. Application of Core Values and Principles to Practice & Legislation and Funding (13 — 17%)
2. Individualized Assessment and Employment / Career Planning (23 — 29%)
3. Community Research and Job Development (19 — 25%)
4. Workplace and Related Supports (27 —33%)

5. Ongoing Support (6 — 8%)

* ESPCC recognizes that there are many valuable training programs across the country that may
prepare professionals to pass the ESPCC examination. ESPCC does not endorse specific training programs,and
ESPCC does not engage in education or training programs.

2/20/2017
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CESP Exam Content

Exam Content

Domain 1: Application of Core Values
and Principles to Practice (13-17%)

0 All people having the right to work and being entitled
to equal access to employment in the general workforce

] Zero exclusion

U Disability etiquette

U People First Language
0 Job seeker strengths interests and talents —

Q Full inclusion in the general workforce S
U Self determination and empowerment T /

2/20/2017
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Domain 2: Individualized Assessment and
Employment/Career Planning (23-29%)

0 Rights and responsibilities related to disclosure of
disability

U Counseling job seeker on disability disclosure

U Practices unique to school-to-work

U Rapid engagement in the employment process

U Limitations of traditional vocational evaluation for
job seekers with significant disabilities

U Motivational interviewing techniques

Domain 3: Community Research and
Job Development (19-25%)

U Gathering and analyzing labor trend information
U Identifying patterns in job markets
U Disability etiquette

U Maintaining updated information on businesses type of jobs
available and locations of jobs within the community

U Developing and communicating effective marketing and
messaging tools for employment

U Positioning the agency as an employment service

U Targeting message to specific audience

2/20/2017
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Domain 4: Workplace and Related
Supports (27-33%)

U Communicating with job seeker/employee and his/her natural and paid
supports

U Impact of earned income on entitlements

U Transportation for work

O Family support

U Housing/residential staff cooperation

U Gathering clear job expectations from employers

U Preparing and coordinating for the first day on job

Domain 5: Ongoing Supports (6-8%)

0 Scope and limitation of funding sources for ongoing
support

Q) Access to community resources and supports (e.g.
transportation counseling food assistance financial
housing)

U Impact on benefits/entitlements as earned income
changes and ongoing access to benefits counseling
(e.g., Community Work Incentive Coordinators)

U Collaboration with employees employers and
family members to ensure successful employment

U Support employees for job and/or career e
advancement —

2/20/2017
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Study Guide?

The ESPCC does not recommend or endorse a study
guide or test preparation program. The CESP™
certification was designed to test the application
of knowledge and skills one uses in their role as an
employment professional. Any coursework or
training that contributes to professional
development would be beneficial, but not
necessary, while preparing to take the exam.

133

The Exam

e 135 Multiple choice questions

* 3 hours to complete the exam

e Scenario based

* Find the most appropriate response
* (No penalty for incorrect response)

134
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Example 1:

George is running late for work. He should:

A. Take a short cut, drive 85 mph through a 15 mph school zone.
Safety be damned.

B. Go backto bed. Trying is hard.

C. Call work. Inform them he will be late and provide his estimated
arrival time.

D. Wish for a miracle.

135

Example 2:

You need to do an assessment with Gary. The best course of action for
you is:

A. schedule several meetings with Gary in the community to get to
know him better

B. interview his family members to obtain information

C. review any available documentation such as high school transcripts
and work references

D. All of the above

136
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Example 3:

During her assessment interviews, Sarah indicated she would like to be
a receptionist at a doctor’s office. Which of the following is the best
option for her?

A. Volunteer at an urgent care clinic
B. Receptionist at a dentist office
C. Facility Maintenance at a doctor’s office

D. Park Ranger at local national park

137

Register for the Exam

Here: http://apse.org/certified-employment-support-
professional/exam-opportunities/

MCZSP"

Step 1 Step 2 Ster

SUBMISSIONS Submitec: 0 Drafs: 1 Subtotat$0.00

CESP™ Application Type * CESP Exam Application $§159.00
Payment Method: * -

Select Exam Location: * February 10, 2017 New Orleans, LA 10amto " ~

Applicants for centification must meet all of the following requirements at the time of applic ation

1. Education Requirement: High school diploma. GED or equivalent 138
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Prior to the Exam

* You will receive a registration confirmation email
approximately one week prior to the exam day

* If you do not receive a confirmation please call or
email the Certification Director to confirm
registration.

* Read through the CESP Certification Handbook

139

Exam Day (e.g., Feb 10" 10AM)

e Recommended to arrive at least 30 minutes prior to the exam
starting time (e.g., 9:30)

* Bring photo ID

* Snacks are allowed in the testing room but please be courteous
to those around you (bring “quiet snacks” _

* Once the exam begins you will have 3 hours to finish. A proctor
will announce the time remaining at regular intervals.

* To maintain exam security a proctor will escort you to and from
the restroom.

* Don’t panic. Breathe.

140
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Following the Exam

e Exam results are mailed to your address of
record approximately 6-8 weeks following
the exam administration.

 Results cannot be released electronically or
over the phone.

141

Stay Connected with APSE & La-APSE

APSE website and Facebook: www.apse.org
Louisiana APSE Website and Facebook: www.laapse.org

Louisiana

APS=

Assodation of People Supporting Employmentfirst

EMPLOYMENT FIRST - EMPLOYMENT NOW

142
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Resources

See “CESP”: https://www.hdc.lsuhsc.edu/employment/onlinelearning.aspx

U APSE Supported Employment Competencies

U APSE Ethical Guidelines

U APSE Quality Indicators

U CESP Certification Handbook 2016

U Preparing for the CESP

U Test Taking Tips
U RRTC SE Handbook

U VCU Job Coach Training Manual

U Job-Site Training and Compensatory Strategies

0SSl vs SSDI

U 2017 Social Security Rates

U SE Glossary
a

143

Other Resources:
www.hdc.Isuhsc.edu/employment

U LRS Supported Employment Milestone Summary

U SSA Employment Networks in Social Security’s Ticket to Work Program
U APSE Employment First Employment Now

U APSE Statement on Employment First

U APSE Top 10 Myths & Facts of Social Security Benefits & Work

U CESP Certification: The What, Who and Why...

U ICI The Institute Brief: WIA is now WIOA: What the New Bill Means ...

U People First Language by Kathie Snow, www.disabilityisnatural.com

U LSU HDC SE Glossary
U CESP Certification Handbook

144
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