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APSE STATEMENT ON EMPLOYMENT FIRST

 Employment in the general workforce is the first and preferred outcome in the provision of publicly funded services for all working age 
citizens with disabilities, regardless of level of disability.

Underlying Principles
 • The current low participation rate of citizens with disabilities in the workforce is unacceptable.
 • Access to “real jobs with real wages” is essential if citizens with disabilities are to avoid lives of poverty, dependence, and isolation.
 • It is presumed that all working age adults and youths with disabilities can work in jobs fully integrated within the general 

workforce, working side-by-side with co-workers without disabilities, earning minimum wage or higher.
 • As with all other individuals, employees with disabilities require assistance and support to ensure job success and should have 

access to those supports necessary to succeed in the workplace.
 • All citizens, regardless of disability, have the right to pursue the full range of available employment opportunities, and to earn a 

living wage in a job of their choosing, based on their talents, skills, and interests.
 • Implementation of Employment First principles must be based on clear public policies and practices that ensure employment of 

citizens with disabilities within the general workforce is the priority for public funding and service delivery.
 • Inclusion or exclusion of the specific term “Employment First” does not determine whether a public system or agency has adopted 

Employment First principles. Such a determination can only be made in examining whether the underlying policies, procedures and 
infrastructure are designed for and ultimately result in increased integrated employment in the general workforce for citizens with 
disabilities.

Characteristics of Successful Implementation of Employment First
 • There are measurable increases in employment of citizens with disabilities within the general workforce, earning minimum wage or 

higher with benefits.
 • Greater opportunities exist for citizens with disabilities to pursue self-employment and the development of microenterprises.
 • Employment is the first and preferred option when exploring goals and a life path for citizens with disabilities.
 • Citizens with disabilities are employed within the general workforce, regardless of the severity of disability and assistance required.
 • Young people with disabilities have work experiences that are typical of other teenagers and young adults.
 • Employers universally value individuals with disabilities as an integral part of their workforce, and include people with disabilities 

within general recruitment and hiring efforts as standard practice.
 • Individuals with disabilities have increased incomes, financial assets, and economic wealth.
 • Citizens with disabilities have greater opportunities to advance in their careers, by taking full advantage of their individual 

strengths and talents.
 • Funding is sufficient so that quality services and supports are available as needed for long term employment success.
 • A decision not to consider employment in the community for an individual is re-evaluated on a regular basis; the reasons and 

rationale for this decision are fully documented and addressed in service provision.



APSE SUPPORTED EMPLOYMENT
COMPETENCIES FOLLOW SE COMPONENTS

• Assessment
• Job Development
• Job Placement
• Job Site Training
• On-going Follow Along



APSE COMPETENCIES: 
INTRODUCTION TO SUPPORTED EMPLOYMENT

 1. Supported employment contrasted with traditional vocation services: Factors that led to the emergence of 
supported employment, the difference between supported employment and traditional vocational services, 
and the unique characteristics of supported employment, including the difference between the  "readiness" 
and the "place-train" models of supported employment

 2. Underlying values and definition of supported employment.
 a) define "normalization" and its guiding principles.

 b) identify how support strategies can enhance or detract from the image of a worker with a disability.
 c) discuss the benefits of integration at the workplace for people with disabilities.
 d) differentiate between individual and group approaches to employment.

 3. Informed choice, self-determination, and active participation throughout the employment process.
 4. Rights and responsibilities of individuals in supported employment.
 5. Roles and responsibilities of administrators and program managers in facilitating supported employment.
 6. Roles and responsibilities of employment specialists, families and friends, and employers in providing and 

facilitating supported employment opportunities.
 7. Legislation and regulations related to supported employment, including the ADA, WIA and the 

Rehabilitation Act, TWWIIA, IDEA, the Fair Labor Standards Act, EEOC, and other DOL and IRS laws.
 8. Best practices in supported employment services from intake to follow-along.
 9. Best practices in school-to-work and community living transition.
 10. Funding options for supported employment, including VR, MH, DD, and Medicaid Waivers.
 11. History and status of supported employment services in your state.



APSE COMPETENCIES: 
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.

 a) encourage the active participation and decision-making of the person served in the career planning 
process.

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

 d) review individual records and collect pertinent information related to employment.
 e) observe the individual in his or her current daily routines and environments.
 f) explore non-work needs that may impact the achievement and maintenance of employment outcomes.
 g) assess the individual’s preferred style of learning, work skills and tolerances, and preferred modes of 

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

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

 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.
 c) assess the availability of community supports and transportation.
 d) conduct effective situational assessments, paid work trials, job tryouts, volunteering, and job shadowing.

 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.



APSE COMPETENCIES: 
MARKETING & JOB DEVELOPMENT

 19. Marketing plans targeted to employers.
 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 contact based on the needs and interests of job seekers.
 e) develop a system for compiling and organizing information on businesses.
 f) develop a file of pertinent information on each employer identified.
 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.

 20. Effective marketing messages for supported employment.
 a) position the agency as an employment service.
 b) target messages to audience needs.
 c) describe services that the agency provides to employers.
 d) use language and images that do not disclose the 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.

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



APSE COMPETENCIES: 
MARKETING & JOB DEVELOPMENT CONTNUED

 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.
 29. Job carving: identifying and recommending job carving options.
 30. Equal Employment Opportunity Commission regulations that govern non-disclosure of disability to 

employers.
 a) identify job development and marketing issues that arise related to disclosure.
 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.



APSE COMPETENCIES: 
ON-THE JOB TRAINING AND SUPPORTS

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).
Job Analysis and Design
 36. Comprehensive job analysis

 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.
 c) 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.

Worker Orientation
 37. Travel/transportation arrangements and training for getting to and from the job.
 38. Strategies for establishing effective entry into a job.

 a) maximize hours on the job, including natural social times (breaks and lunch).
 b) ensure the new employee is introduced to coworkers by worksite personnel.
 c) Adhere as closely as possible to typical new employee orientation and training procedures.
 d) Ensure necessary modifications and accommodations are in place.



APSE COMPETENCIES: 
WORKER ORIENTATION

 .

 37. Travel/transportation arrangements and training for getting to and from the job.
 38. Strategies for establishing effective entry into a job.

 a) maximize hours on the job, including natural social times (breaks and lunch).
 b) ensure the new employee is introduced to coworkers by worksite personnel.
 c) Adhere as closely as possible to typical new employee orientation and training procedures.
 d) Ensure necessary modifications and accommodations are in place.

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.

 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.
 c) 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.
 j) describe how to enhance natural cues and reduce dependence on prompts.
 k) describe strategies to systematically fade prompts and other forms of assistance.
 l) analyze a graph to determine the progress of a worker over time.



APSE COMPETENCIES: 
ONGOING SUPPORTS

 44. Sources for long-term, ongoing support.
 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.
 f) record progress in a consistent manner.

 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.
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