











EXECUTIVE
SUMMARY

In 2021, CSI and genU disability services were funded
by the Department of Social Services to adapt

and implement elements of the Work Integration
Social Enterprise model into a genU Supported

Work environment. The characteristics of a Work
Integration Social Enterprise (WISE) are represented
in the model (Figure 1) containing 7 design elements
that can be used to support employment outcomes.
WISE have a social purpose to provide transitional
pathways to meaningful work for people with
experiences of marginalisation, including people with
a disability.

The CSI team worked collaboratively with genU

and a variety of stakeholders in the Barwon

region to use and implement the WISE model to
improve Supported Employees’ work readiness

and their transitions to Hybrid (working in both

a supported setting and in Open Employment) or
Open Employment. The project focused on the model
elements: Structure, Space, Relationships, Culture,
Finance and Funding, Policy and Process and
Industry.

The project was located at genU Business Enterprises
(Geelong) with the support of genU Employment
Pathways. Business Enterprises employ and

support over 200 people with a disability at 4
central locations in Geelong. Supported Employees
receive training, life skills coaching, welfare and
behaviour support, mental health and emotional
support, as well guidance for NDIS funding, service
access and referrals. Employment Pathways are an
outward facing division of genU matching Supported
Employees with employment opportunities in the
open labour market. Pathways Coordinators work
with individuals to develop their employment plans
based on personal interests, skills and goals.

The new WISE-Ability model describes how to create
a supportive work environment and how to develop
pathways out of this supportive environment into
appropriate and safe forms of employment for
people with a disability.
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WISE model (for full model visit https:/socialenterprisewellbeing.
com.au/index.php/dedsign-for-wellbeing/)

A WISE-Ability model was developed by adapting the
WISE model to the disability sector through analysis
of each model element. The model combines data
from both Business Enterprise and Employment
Pathways. The relevance and purpose of each WISE
element in supporting the needs of people with a
disability was examined via interviews, a series of
Action Learning workshops and Steering Committee
meetings. All participants were asked to consider how
model elements, like having different physical spaces
to work in, would assist people with a disability to
learn hard and soft skills and maintain a job in Open
Employment. Participants were able to identify a range
of employment barriers, supports and tools.

Data collection was conducted via interviews (27),
Action Learning workshops (4) and Steering Committee
meetings (5) with different groups of stakeholders
between November 2021 and March 2022.
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BARRIERS TO OPEN EMPLOYMENT

Employer
knowledge &
confidence

Support on
the job

Funding

The barriers to Open Employment include:

1. Lack of ‘Flexibility’ in the NDIS Individual
funding model inhibiting the movement of
Supported Employees between Supported Work
environments (i.e. genU Business Enterprises)
and Hybrid or Open Employment.

2. Alack of employer knowledge of Supported
Employee experiences and an associated lack
of confidence in recruiting, managing and
supporting workers with a disability. Knowledge
and confidence can be enhanced with resources
like the Employer Toolkit (Appendix 4. See also
Appendix 1).

FACILITATING OPEN EMPLOYMENT

Informed,
involved
networks

Preparation Preparation

for Employers
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Preparation

environment for Employees

3. Reduced support provided to people with a
disability when they enter Open Employment.

4. Subtle social stigma experienced by Supported
Employees in Open Employment (assumptions
about reduced ability or capacity).

5.  Work environments that require specialised skills
in the use of equipment or the need to work in
unusual circumstances (such as working with
animals), particularly where these environments
are not tailored to the individual.

6. Lack of preparation and support for school-leavers
to develop an understanding of career pathways
and how to pursue these.

Customised
& tailored work

Inclusive
work culture

Support on
the job

Facilitating Open Employment involves:

1. Investment of time and Staffing resources in
understanding Supported Employees goals and
equipping them with the skills and confidence
required for different types of work.

2. Maintaining strong support networks for
Supported Employees, and establishing
and maintaining open communication with
caregivers and family members.

3. Preparing employers by communicating to them
the individual needs and support requirements of
individual Supported Employees.

6  Centre for Social Impact: WISE-Ability Model

4. Supporting employers in building the right kind of
inclusive culture for Supported Employees. Their
willingness to embrace inclusivity is a powerful
indication of their strength as an organisation.

5. Embracing purposeful work customisation
including job carving, repeated tasks, and specific
tasks for Supported Employees.

6. Maintaining on-the-job supports with Support
Workers, teamwork, and the ability to approach
a ‘go-to’ person. These supports need to be
developed in reference to workplaces and NDIS
funding approaches.






> 'The WISE-Ability Training Guide (Appendix 2)
provides practical advice for organisations seeking
to implement the WISE approach to help create a
supportive work environment and employment
pathways for people with a disability.

> The Employer Toolkit (Appendix 4) offers
accessible and practical guidance to employers,
networks and individuals, via Factsheets and
training resources.

> 'The Factsheets provide information about
how employers can address concerns about
risk, accessibility and modifications of the
workplace, funding support, wages and on
the job support for employees.

> Employer training aims to build employer
confidence and raise awareness about how
disability support can be embedded in
organisational culture.

> A Case Study (Appendix 5) was also created
to help individuals/Supported Employees
think about the support they might need to
work in a Supportive or Open Employment
environment, and the questions that they
may ask about support. The Kassy Case
Study captures commonly identified
Supported Employee concerns/requirements
for work and how these can be met.

> After close collaborations with employers,
job shadowing and work experience places
have been established and these pathways
will continue to be developed by genU.
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The challenge in creating sustainable employment
pathways is shaped by employer confidence, employee
confidence and having the right funding structure to
support pathways. Funding for Support, particularly

in Open Employment, is a key barrier. Moving from
intensive-support employment to Open Employment
often results in funding changes, creating difficulties for
employees who want to return to more supported forms
of work after attempting Open Employment. In this
way, ‘flexible’ funding can become a disincentive for
those wishing to attempt Open Employment.

The transition into Open Employment is not usually

a one-way path. The journey of many Supported
Employees involves attempting Open Employment
before returning to Supported Employment (i.e.
Business Enterprises or other Social Enterprise
settings), with the goal of attempting Open
Employment again as their confidence grows and skills
improve. For this reason, Hybrid Employment — some
worktime spent in Open Employment while continuing
with reduced work time in Business Enterprises — plays
a vital role in carving out this pathway and developing
Supported Employee skills and confidence. Trying

and trying again should be embraced as a vital step
towards Open Employment. This complex pathway,
and the supports involved along the way, are managed
by disability service providers as a routine element of
supported employment, but this support often goes
above-and-beyond staff roles and funding allowances.
Further research is required to understand how funding
policy and parameters can be better structured to meet
the real-life needs of people with a disability carving
out pathways to employment.
























The impact of planning delays is explained by a
Supported Employee:

‘ ‘ I got a job trial out at Douro Street and was
offered a place in that, but I had to sort out my
NDIS funding for it, and then that was start of
November last year. Of course, I would have
had to have a plan review and being so close to
Christmas they sort of went, “We won't do it until
next year.” (Supported Employee 3)

> Reduced payments: Disability Support Pension
(DSP) recipients reported concerns about
losing their allowance and entitlements if they
increased their employment hours too much.
Participants were worried that they might
struggle to sustain the longer work hours and
eventually be left in a precarious financial
position without adequate support.

EMPLOYER KNOWLEDGE
AND CONFIDENCE

> When hiring people with a disability, employers
face a number of challenges. Some employers
believe they lack the required knowledge to
adequately support people with a disability and,
as aresult, feel uncertain when recruiting workers
who require support. Knowledge and confidence
barriers faced by employers vary depending on
the pre-existing experience and awareness the
employer has of the disability sector.

‘ ‘ I think ... for us as a business ... we have to
acknowledge that our Warehouse workers ...
are basic trained warehouse staff. They are not
trained in dealing with any challenges [outside of
the Warehouse]. (Stakeholder 5)

‘ ‘ Easily, the biggest challenge is the employer
understanding the disability or mental illness,
and how it affects them in different situations
within the community and the workplace.
(genU Staff 3)
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> Employers and staff report a lack of resources

to guide employers. For instance, employers are
unsure of what steps should be taken if a Supported
Employees faces mental health challenges at work:

The biggest downfall is employers not having a
toolkit ready, and that toolkit can simply mean
“people to call out to”. It's not just “a book”. It can
be a phone number, it can be anything ... It can be a
website. It can be just information tools.

A personalised toolkit. You can have parts of it
generic, but a personalised toolkit to help the
employer support the person in their workplace.
(genU Staff 3)

All employers thought advice and pointers for
all staffin the external organisation would help
improve know-how and confidence. Employers
can be supported via in-house workshops or
through an Employer Toolkit. (Based on this
feedback an Employer Toolkit was developed by
the project team, see Appendix 4).

Employers were unsure of their exposure to risk
and liability in employing a Supported Employee.
This was a particular concern for employers who
had limited experience and knowledge of the
support and intensive partnership that genU offers.
For instance, genU work provide information about
each individual's needs, how they can be addressed
and financially supported in the workplace (i.e.

by drawing on Individual NDIS support). If a
Supported Employee requires additional break
time during the day this level of planning and
paperwork will be developed by the employer

and genU Employment Pathways together. By
planning and developing employment pathways

in conjunction with the employer, genU can

help develop approaches for offering Supported
Employees additional breaks, emotional support,
and physical assistance, and link this support to
funding if appropriate.



SUPPORT ON THE JOB

> Many genU Staff were concerned about the
support that would be offered to Supported
Employees when they entered Open
Employment, particularly when they experienced
‘bad days’ (i.e. experiences of depression and
anxiety). In Open Employment there is far less
on-the-job support, creating uncertainty for
workers. Do Supported Employees know when
fo take breaks? Do they have access to food and

water? Will their needs be met and their rights

upheld? Who can they speak to if they are not ‘ ‘ ... there is a lot of conversation about holistic

well or comfortable? (genU Staff 2). How do supports and all of the extra things that they [DES]
employers balance the requirements of the role could be d(')mg . but the way that DES are often
whilst not placing unreasonable expectations on modgHed 11m1lts the amount of support they can
Supported Employees? (genU Staff 3). provide each jobseeker. Our supported employees

moving into Open Employment and their new
employer often require intensive supports, and
within the workplace, particularly at the start. This
is often outside of the scope of what a DES provider
can assist with. (genU Staff12)

> Negative employment experiences can
significantly impact the wellbeing of Supported
Employees who strive for success in Open
Employment. Transitions into Open Employment
must account for the time needed to adjust,
and not require a sudden leap into challenging
work. Areas of Open Employment that require

additional support include: SOCIAL STIGMA

> Thereis a widely held perception that people with a
disability have limited capacity and will not be able
to perform work tasks. Social stigma impacts the
types of employment opportunities offered to people
with a disability:

Time management. Dealing with difficult other
employees or customers. Being punctual. Being
consistent in the work they do. Good hygiene.
Having a work/life balance and not relying

on others to assist. Expectations. Obligations.
Working to a deadline, or working to a budget.
(genU Staff 4) ‘ ‘ IfI went into Open Employment, I might say the
wrong thing to someone not meaning to say that ...

or I take offence when they get angry at me and it'd
make it impossible for me to work, like if they bully
me or whatever. Make it hard for me to do, get my
job done, like harassment and stuff like that. I worry
about Open Employment because you can’t always
get along with everybody.

.. [ifl Twas in Open Employment I feel like I'd be on

> Ongoing support in the workplace is required.
Supports need to be embedded in the external
employment organisation because when the
funding for a Supported Employee runs out there
is a risk that employment opportunities and

support will end my own a little bit with a situation like that. Like,
Individuals moving into Open Employment can I could talk to my boss, but most bosses would
receive support from a DES, however this support say, “Don’t worry, mate, get on with your job,” or
is often not intensive enough for moderate to high something like that. (Supported Employee 10)
need individuals.
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INFORMED, INVOLVED NETWORKS

> Itis important to keep support networks (i.e.
family, carers, and services) and Supported
Employees informed with information sessions
(i.e. ‘Family Forums’), sending letters with pay
slips to advise of any changes to pay rates and if

they will impact upon individual plans. This allows

individuals to discuss and understand changes.

PREPARATION FOR EMPLOYERS

> Employers need to be supported in order to
provide for Supported Employees. This
means communicating to the employer
individual needs, and explaining the support
resources available. The referring agency (i.e.
genU) needs to help employers understand
the impact of disabilities on individuals in an
employment setting so that they can build
awareness and recommend the right resources.

> Employers should be supported in creating
productive and inclusive workplaces that allow
Supported Employees to experience a safe and
friendly environment for learning new skills.
Individual NDIS packages can include funding

for a Support Worker to assist in this process, and

service providers like genU can also provide this
support. One employer told us:

That would make a world of difference. I think
that would be a real game changer to the point
we'd go, “Yeah we would definitely employ
someone if they had someone that could help
out, could supervise, could make sure that they
were safe. (Stakeholder 4)
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INCLUSIVE WORKPLACE CULTURE

> Aninclusive workplace culture is essential. This

inclusivity must filter from the top to every facet of
the organisation:

For any employer that wants to employ a person
with a disability, they've got to be on board in
regards to a cultural perspective. Absolutely has

to be critical that they want to make a difference
and be a positive influence on this person’s life and
have empathy. (genU Staff 4)

Success really does rely on the other staff and

the culture of the organisation or company and
that's why sometimes those smaller companies
are really good, because it might be like an owner
operator, which is less likely to sort of turn over.
Or we need — if it's a bigger company — it really
needs to be embedded into the culture that
theyre supporting people with a disability in their
workplace. It can't just be the philosophy of that
one manager. (genU Staff 12)

Strong policy and procedure for communication
(embedded communication strategies): Regular
scheduled breaks can allow micro-meetings to
occur (i.e. at morning tea or lunch). These allow
people to discuss their work or progress and any
challenges they are facing, or assistance they may
require. These conversations may involve multiple
people in an organisation as work roles might
impact multiple work areas.



CUSTOMISED AND TAILORED WORK how the smaller task contributes to the whole

or other goals of the organisation/business can

> Customising involves understanding and improve confidence, motivation and wellbeing:

identifying how individuals work best. This
involves, first, identifying the job, or parts of

ajob, that the individual is interested in doing If you've got an employer that's taking on one
and, second, putting in place strategies for person and giving them a role within their
mastering and using the equipment, tools, or organisation, they can actually be specific and
work setting that the job requires: very tailored around what that person needs. And

so then, they just need to have the tools and the
toolbox ... and they've got to be willing to invest in
that to set up the environment. (genU Staff )

Ithink it's a step-by-step process of having
someone understand where they want to go, how
they might do it, and the confidence to be able to
take those steps without being burnt along the
way, I think is important. (Stakeholder 1) > Employers need to show empathy, attempt to
understand the individual that they are supporting,
and commit the time required to support workers

interested in something, they will know it very Employees make to an organisation’s performance
with it. (Stakeholder 4) bring to your organisation’. (genU Staff 1)

> Many Supported Employees enjoy variety but

require support to adapt to new tasks or jobs. SUPPORT ON-THE-JOB
One Stakeholder describes a work around to
avoid last minute changes in tasks: > On-the-job support is vital for success. Supported

Employees have the best chance to thrive when
they work with friendly and helpful staff, engage
in teamwork, are assisted on-the-job by Support
Workers, are provided resources and tools that help
with understanding and remembering their role,
have flexibility (time allowances), have a “go-to”
person to ask questions, and access to easy-English
versions of written communication. Working with
> Customising work with individual interests team players in particularly important, as one
and strengths boosts confidence, wellbeing and Supported Employee says:
skills. Customised employment might also be
understood in a variety of industry contexts as
job carving, repeated tasks, and standardised
sectioned-off tasks. Customising has the
potential to improve productivity and output.
Customising must also be accompanied by
meaningful and purposeful engagement with
organisational goals. Understanding, for instance,

‘ ‘ ... in terms of when she got moved around, it
really unsettled her. So, I think just to have that
knowledge, if we tell our Warehouse Iead, “Don’t
move this person around,” she won't get moved
around. (Stakeholder 5)

When you got people that are not team players,
mistakes happen, and it’s just not a good
environment at all. So you know, being a team
player it actually helps it be comfortable as a
person, but it also makes it more efficient. You get
the job done better, and you also get the job done
safer. (Supported Employee 2)
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FINANCE

AL Issue: Social Enterprise tension between finance
and social mission: balancing client demand,
growing/scaling, and, at the same time transitioning
skilled Supported Employees into Hybrid/Open
Employment. Supported Employees receive over 2
years of training each in hard and soft skills.

‘ ‘ It's more the staffing side so we can staff up to
make sure we can still get the job done on time,
but still giving the opportunities for Supported
Employees to do it. So for instance, for the cafes,
we might run with three front of house staff
and a crew? member, whereas if we weren't in a
supported environment we'll probably just run
with two front of house staff. (genU Staff5)

‘ ‘ If we're going to have a successful business like
that, as that bridge, then we need a constant
flow of people coming in so we can get them into
Open Employment as well. (genU Staff 6)

ALG discussion: Changes to intake and out-going
Supported Employee balance requires strategic
planning for business sustainability and appropriate
job matches for Supported Employees. Business
Enterprises is working towards being self-
sustainable, relying on revenue from businesses
rather than funding.

Change implemented: Business Enterprises and
Employment Pathways are working together® on a
pathways plan for Supported Employees and integration
of a non-supported model (i.e. employing people who
do not have a disability) for parallel growth. This means
that people without a disability will also be able to
work at Businesses Enterprises:

‘ ‘ ... we're going to have Supported Employees
disappearing in one end, but we haven't got the
intake at the other end. So I'm working on parallel
growth. I mean, non-supported model. That way,
we can still support the business through a non-
supported model whilst we've got our growth.
(genU Staff 9)

This will enable Business Enterprises to continue
growing and building revenue, and at the same time
accommodate a larger number of Supported Employees
with the aim of increasing numbers from 200 to 250.

INDUSTRY

AL Issues: The more choice for Supported Employees
the better, but not all industries in Open Employment
provide inclusive work environments.

ALG discussion: All industries should be accessible

to people with a disability. Skills learned in core
industries at Business Enterprises are transferable
(i.e. reception, customer service and soft skills,
transport logistics), however other hands-on learning
options could include IT and coding, tourism, and
animal welfare.

2Supported Employees are often referred to as ‘Crew’ or ‘Crew members’ at genU Business Enterprises.
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Behavioural Support Plans are submitted for each new Supported Employee commencing
at Business Enterprisees to ensure supports provided are tailored to the individual's needs.
Special care is taken by the team who meet to review Behavioural Plans and update them
as Supported Employees progress.

Equipping Supported Employees with the tools to monitor their own wellbeing and
participation in the workplace, including strategies for self de-escalation.

Reporting incidents and setting parameters for appropriate workplace behaviours:

‘ ‘ If anyone has done the wrong thing, we'll go over the disciplinary actions with
them and go through some tasks and guide them through and sit in meetings
with them. (genu Staff 3).

Dispute resolution procedure: this includes removing the person from the situation,
making sure they are safe, talking to them about the issue/experience, and perhaps
changing the sitination by walking outdoors/outside. Techniques:

‘ ‘ walk with someone, just make sure you're both not looking at teach each other
and you just walk along. (genu Staff 3)

‘ ‘ You get to know their personalities, their traits and when they come into work
you can tell okay, you're not quite right today. You'll say, “Oh, gidday [Supported
Employee], how are you going? What's happening?” You can tell from their
demeanour that something has happened. So, you start doing a little bit of digging.
You can find out a piece of the puzzle and Support Services might have another piece
of the puzzle and we can put something together where we go, “Okay, we can give
them the support they need while at work.” (genu Staff 6)

Business Enterprises and Employment Pathways both take an ‘open wheel’ approach to supporting
complex needs and concerns within and outside work that require continuous checking-in with the
individual and their support network.

It's about problem shooting and seeing what's involved in their life, not just their workspace. (genU Staff 11)

For instance, as one genU Staff member describes this process: ‘First of all, with the new disability standards — we talk about the standard, what that means and what it impacts on
you and what it is. We might have something about accessing your supports outside of community. If someone’s struggling or they're renting and having trouble with certain things,
we can help them and guide them into what they can do outside work and if they've got outside supports, we can then ask them to talk to those people.’ (genU Staff7)
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Often Supported Employees will need extra assistance

with supporting their feelings and emotions at work.
All staff, including Managers and Trainers, provide
some form of support to participants. Mentoring and
support techniques can be learnt on the job by staff
and via in-house training. Staff roles involve:

answering questions/ providing information
about professional and personal matters

ensuring workers take breaks and have access
to food and water

guidance for use of phones in workplace and
appropriate behaviour

support in the use of new equipment

support for work in different environments:
on-site at Business Enterprises or when groups
work off-site for catering or landscaping jobs

providing tailored training: communication
should be taken into consideration for people
who are non-verbal.

Staff emphasise the importance of talking with
Supported Employees, ‘checking-in’, and, if in

doubt, asking if everything is okay. It is important

to acknowledge the experiences of Supported
Employees and validate their experiences. Being able
to discuss the challenges of the job as they arise is
pivotal, as one Supported Employee explains:

... 1 talk to the supervisor. I've had incidents and
Ijust tell [Name] and she just said, “Don’t worry
about him.” And she worked it out and I was
working with someone else, because I said that
I'm not very happy. And she said, “No, you don't
have to. Put you somewhere else ... You need to
work as a team and people have got to feel safe.
(Supported Employee 7)

33 Centre for Social Impact: WISE-Ability Model

Staff strongly endorsed the ‘talking it out’ method (in a
private room, on a walk etc) to provide individuals with
a chance to voice issues they are concerned about and
process how they are feeling. This is part of creating an
understanding and safe work environment which might
otherwise feel overwhelming:

.. if something is going on, and theyre a Iittle bit
reluctant to want to talk about it, but you've just
got that feeling that somethings wrong, I think it's
better to try to at least give them the opportunity
in a different setting to express that. Even if they've
got things going on, which is absolutely fine if this
person did need to go home, but I think that it’s
just if you do have the time to be able to do that
for them, it’s a better outcome for them. Because
they might not really want to go home, they just
felt overwhelmed and needed somebody there
for them. Things like that make a huge difference.
(genU Staff 8)

Supported Employees participate in a range of
activities outside of work, for instance, social and
group-based activities which help individuals gain
confidence. The Support Team match workload
commitments with external programs, duties

and leisure networks. Staff seek to maintain a
healthy balance and Supported Employees are not
encouraged to overload their schedules:

SoIdon't know how they do it sometimes, really.
They'll do a day's work here, then they'll go out

... They'll go bowling with a group of a night time
and they'll do leisure networks. They re just

so busy, they have majorly better social lives
than any of us! (genU Staff 3)




In this context it is important to be aware that
Supported Employees need time to review their
work schedule with their support network before
they commit to additional workdays or hours.
Work hours should reflect the preferences of the
Supported Employee, particularly if there is a
health consideration:

I chose how many days I would like to do...
if you've got back problems or something
that you're finding it hard to do a full day,
some people can do a half day.

(Supported Employee 9)

Staff are aware of external factors that influence
work attendance, including, but not limited to:

Lack of outside support: coming to work alone
can be difficult, absenteeism or being late can
be an indication of more complex issues and
it's important to tease this information out in
order to provide support.

Living conditions: poor living conditions affect
sleep, wellbeing, experiences of safety and
security, and mental health. Having a strong
support structure at genU helps, and staff can
recommend additional external support services,
and mindfulness tools for mental health support:

... if someone comes in late every day, there could
be other issues. We try and look at everything.

It could be an issue where they 've run out of
NDIS funding, and they re walking to work ...
Everything can lead into something else, and
that's what I tell my team. We always try and
think, especially changing behaviours, what's
going on? (genU Staff 3)

Support staff provide assistance for individuals to
travel to work safely whether by public transport, car
or taxi. This may involve funding for travel (i.e. taxis)
or marking out a safe, direct route to work. The ability
to get to work and home is also important and may
involve funding for a taxi or marking out a safe route.
Staff ensure that Supported Employees are adequately
funded for travel in their individual NDIS plans.
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Landcare Enterprise provide first aid training for
encountering wildlife, especially snakes (including
what to do if you get bitten). They also provide
training in packaging and forklift operation.

Warehouse Enterprise train people in document
destruction and confidentiality. In the Warehouse
not everyone requires training, whereas in
hospitality everyone requires occupational health
and safety training,

Training and assessment at Business Enterprises often
can include a range of approaches: watching a video,
demonstrating a task, and being deemed competent
or incompetent. Pre-planning before training sessions
is particularly important to ensure adequate time

and funding is available. The Support Team and Staff
members take into consideration the abilities and
learning needs of each individual:

Does the person understand? Do I need to offer
a different examples and ways of explaining/
delivering? Should I include images and printed
tools? I did some printed things and laminated
them and used them as kind of props in some
of the hospitality training so that they would
understand what I was trying to get across. We
also use You'lube videos and apps. Everybody’s
different and it just depends on the situation.
(genU Staff4)

‘When matching Supported Employees with work, staff
consider individual interests, strengths, and challenges
and how these are can be aligned with work tasks

and industry. Support needs (for instance, physical
and mental health needs) are taken into consideration
alongside employee interests. Challenges may work

to the individual's advantage in the right setting. For
instance, some tasks require a focus on details which
suits particular Supported Employees. For individuals
who find social environments challenging, work in
less interactive settings is a better match (i.e. Business

Solutions, Laundry, or Nursery). Individuals with back
injuries are matched with jobs that do not involve lifting
heavy objects (i.e. Food preparation or Warehouse).

This type of matching enables individuals to participate
in a work environment on their own terms and can

be a stepping stone to other kinds of work. This sets
Supported Employees up for success:

She could do the hairdressing and makeup, but
she had a lot of barriers around her interactions,
communication skills and managing that side of
things due to her autism. So she practised in some
of our groups to begin with and learn some skills.
(genU Staff 10)

Recognising Supported Employees’ skills and providing
opportunities for them to utilise these skills can lead to
independent work. One staff member recalls:

I'said to her one day, I said, “Do you know how to
use the computer that good?” She said, “Oh, 1 like to
think so.” I said to her, "I want you to jump on this
computer. Can you to type this up exactly how you
see it, as best you can.”... She did it in 10 minutes,
exactly the same. So, then I knew she could use
Word [Microsoft program], she could format

... We got her then through a computer course with
about three or four others who showed the same
capability. We got them trained up on reception,
so now I've got five Supported Employees who can
jump on reception. Now those same employees
will now jump on a computer each morning ... and
organise the couriers and I really have nothing to
do with that job apart from making sure I've got
enough stock. (genU Staff 6)

8 Training barriers: ‘It's the supports that guy's need ... He did the course for two days,
and he quit. When I spoke to him I said, *Why did you quit?" He goes, “It was just too
much.” He goes, “My anxiety levels went through the roof because there was all this
theory stuff.” He’s a practical person, he needs to visually see it and actually do it.
Sitting there reading all this stuff and charts and all that, the Cert IV in Disability is
tailored for people like you and me to do it. If we're going down the path of people doing
certificates here for warehousing, there needs to be a department or somebody to give
the guys the supports while they're here. Now that might be genU Training, or it might
be someone that's based here. (genU Staff 6)
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4.5 FINANCE
AND FUNDING

Financial sustainability, or having consistent funding,
is often a challenge for WISEs. Understanding

WISE cost structure and having a commercially
competitive (high quality, fair price) offering is

vital to sustainability. Long-term grant funding,
multi-year contracts and/or repeat customers can
support success. Choosing the right industry, and
balancing social and business goals, is vital for
financial sustainability. The challenge is balancing
client demand, growing/scaling, and, at the same
time, transitioning skilled Supported Employees
into Hybrid/Open Employment. It takes time to train
the skilled Supported Employees who are vital to
the WISE workforce (see also Section 3.3). In the
WISE-Ability context additional funding needs are
related to the funding available to individuals with

a disability (via NDIS) and to employers (via wage
subsidies employment assistance funding).

4.5.1 SOCIAL GOOD AND
FINANCIAL BENEFIT

Business Enterprises are contracted by other
organisations and local businesses to assist with
their needs. This demand for Social Enterprise goods
and services may be supported by the Victorian
Government Social Procurement (spending for ‘social
good’) Framework’. WISE can leverage this policy
initiative to gain business and work for Supported
Employees, on- and off-site, as it incentivizes
businesses to contract Social Enterprises. As one staff
member describes:

9 The Victorian Social Enterprise Strategy aims to create a more inclusive economy by
increasing social enterprise impacts and innovation; building business capacity and
skills; and improving market access. The Victorian Social Procurement Framework,
which commits government agencies to creating social value through procurement
activities, including purchasing from social enterprises (Barraket et al, 2020).
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‘ ‘ .. they [an industry partner] went and put it on
their socials and promoted us as part of their
social procurement. That's one good conversation
I can have about [how] we can meet people’s
social procurement needs. Especially when
they're tendering the large jobs, whether it's big
developers or others. (genU Staff 9)

4.5.2 FUNDING OPTIONS

INDIVIDUAL NDIS FUNDING

NDIS funding makes it possible for Supported Employees
to enter a WISE (and Open Employment) and develop
hard and soft skills at their own pace. NDIS funding

can be used to support individuals via the provision of
Support Workers and accessible equipment:

‘ ‘ I don't know when NDIS got involved in my life,
I'm not too sure, but I'm glad they did because
without them I couldn’'t work here. I enjoy working
here. (Supported Employee 10)




NDIS funding line items are identified alongside the
goals of Supported Employees when they complete
an NDIS plan. The line items are subject to variation.
Individual plans (at the time of writing) may include
particular items to provide resources to Supported
Employees in a work environment through, for
instance: ‘Core funding: Supports in Employment’ (at
ADEs), and ‘Capacity Building’ funding for transition
to Open employment.

4.5.3 DIVERSE BUSINESS
OFFERINGS

Running multiple businesses or enterprises in

key industries can help to secure relationships,

jobs and contacts with a range of partners. This
diversification can support overall financial
sustainability, particularly if one business is
operating in a financially precarious industry. Some
industries are better suited to diversification, such
as Hospitality, Warehousing and Business Solutions.

Warehousing can offer a range of services including:
pick-and-pack, labelling, component work, storage,

and unpacking containers. This diversification can
support overall financial sustainability:

I'm not just stuck selling one product. So I can go
to a customer and say, “What are your needs?”
because I'm sure there is something that we can
support your businesses with. So, then they say,
“Well, what can you do?” and I say, “How about
we start with a tour of our place and a tour of our
facilities?” That gets the conversations going. And
ifit's not something we do onsite here, we'll always
give something a go (genU Staff 9)

Having diverse business offerings also creates variety of
work for Supported Employees:

‘ ‘ having new clients coming in means different jobs.

So you'd need that essentially to keep the hands-
on learning aspect flowing along as well and the
up-skilling aspect. They go together. (genU Staff 9)
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PATHWAYS AND CUSTOMISED
EMPLOYMENT

There are ways to ensure the best fit between an individual
and a job. The pathway to Open Employment is supported

by informal and formal processes. The informal pathway
involves learning on the job with employers who can support
professional development. The formal process starts by
making sure individuals have access to all the resources they
need, for example via their NDIS Plan.

The pathway to employment involves financial planning

to work out how individuals want to use their NDIS

funding package to support their goals. This process is
governed by the Individual, a Support Coordinator, a Local
Area Coordinator (LAC), and/or the NDIA. As a first step
individuals should talk to their Support Worker/Coordinator.

Create pathways to outside work experiences and
opportunities that match up with individual interests,
strengths and needs.

Draw on an individual’s networks (support network,
family, friends) to link up with potential employers who
can offer appropriate work conditions.

Draw on established relationships with your
stakeholders, partners and clients to create a consistent
experience and work environment for Supported
Employees.

Support the individual to plan carefully for the pathway
with an LAC or Support Coordinator (i.e. the individual
NDIS funding plan).

‘Customise and Carve' Employment Opportunities

Talk with the employer to tailor or customise a job for the
individual (i.e. modified hours, tasks). You can also carve off
specific work tasks to create a new job. What does

this involve?
> Identifying tasks a person is interested in doing
> Identifying an employer and understanding the kind of
roles and jobs they require
> Identifying which roles and jobs can be tailored
to individuals (customised, i.e. with accessible
equipment), or sectioned off into a number of smaller/
focused jobs (carved).
SPACE AND ENVIRONMENT 2> Provide calm spaces and busy/active spaces for work by
. . . sectioning off tasks and work areas.
The use of physical space can improve or undermine
participation. Consider for example: do busy work 2 Inaddition to lunch breaks provide quiet, safe times of
environments suit individuals? And, where are the safe areas, the day for Supported Employees to relax/talk freely
nooks and crannies? with peers and trusted staff.
Spatial design can also affect how you meet your WISE social 2 Create access to an outdoor environment for work or
goals. Consider, for example, who and how many people the lunch breaks
k and traini tti t?
Wwork and fraining SEtings can suppor 2> Create an accessible environment by clearing walkways
A warehouse layout that can be modified (i.e. moving tables, and modifying/providing accessible equipment (i.e.
chairs, machinery), means that individuals can work in large instruction cards attached to machinery and equipment).
e > Provide options for time-out when individuals are not

different configurations. Being agile in this way can also
help WISEs meet the needs of new/different contracted jobs.
WISES can test the layout of workplace and other spaces by
seeking feedback from Supported Employees.

feeling physically or mentally well, like going for a walk,
drive, sitting in a quiet/hidden area.
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CULTURE

An organisational culture of care, inclusivity and genuine
collaboration empowers staff and Supported Employees.
Culture is crafted by people — from your leadership and
funders to your participants, your unique combination of
business and social goals, the WISE space and environment,
and the industry you connect to.

A culture of recognition, working together and valuing each
other supports wellbeing.

Establish a culture of understanding and support on

day one by identifying a buddy or go-to person that
individual Supported Employees can contact for support/
issues within and external to the workplace.

Create opportunities for Supported Employee voices to
be heard; i.e. feedback on daily routine at work via staff
meetings.

In addition to your social goals, establish a common goal
of high quality services and products to build pride and
purpose at work.

RELATIONSHIPS

People external to the organisation (for example, employers,
education providers, stakeholders and intermediaries) play
an important role in providing different forms of support.
They can reinforce and broaden social and financial goals and
help build organisational culture.

Creating relationships with commercial partners opens up
funding opportunities.

Strong relationships intersect with WISE programs and can
lead to further training and employment opportunities.

New relationship opportunities may arise from contacting
potential partners and identifying how your social enterprise
can fulfil their needs as well as your own. WISES that offer
trials (i.e. in Landscaping) allow all partners to work on the
right match/fit.

Identify other organisations linked to your industry or
business goals and discuss how you can work together to
meet common goals.

Ask: How you can leverage current services to meet
partner/client their needs? Consider how this will meet
your WISE needs as well.

Develop shared goals for pathways: set up an induction
process for Supported Employees and a briefing for all
staff to build teamwork and strengths-based culture. Set
up expectations about when the Supported Employee
will be on site (i.e. arrival time, departure time). Consider
when you will have time to induct a Supported Employee
— are there quiet times of the year when you can provide
coaching and support/make necessary adjustments?

FINANCE

Financial sustainability or having consistent funding is often
a challenge for WISEs.

Understanding your cost structure and having a
commercially competitive (high quality, fair price) offering
is vital to the sustainability of your WISE. Choosing the right
industry is also vital for success and financial sustainability.

Long-term grant funding, multi-year contracts and/or repeat
customers can support the success of your WISE.

The Victorian Government Social Procurement
Framework and Policy encourages commercial
businesses to work with organisations that have social
goals. If you operate in Victoria, consider how you can
leverage this policy to support demand for business,
contracts and work for Supported Employees on- and
off-site.

Draw on NDIS funding to support your Employees. For
example, this funding can be used to provide equipment
that enhances accessibility.

Consider diverse business offerings: Running multiple
businesses or enterprises in key industries can help
to secure relationships, jobs and contacts with a range
of partners. This diversification can support overall
financial sustainability, particularly if one business is
operating in a financially precarious industry.




INDUSTRY

The type of industry you choose to operate in not only gives
your WISE a particular direction and culture, but can impact
finance, funding and program outcomes. Aligning your social
goals and strategy with the right industry or vehicle for
change can help.

What industry will you be connected to? For example,
Warehousing, Farming, Horticulture, Building, Landscaping
or Hospitality? Consider how the industry will affect your
training program.

Consider operating across industries which can be
achieved by running multiple micro-businesses from the
one location.

Understand labour market demand and what skills will
increase the employability of your Supported Employees.

Prioritise inclusive industries that offer a supportive
workplace culture and environment.

Consider technology-based industries and utilising
equipment that Supported Employees can be upskilled
in. Environments that mimic external businesses prepare
Supported Employees to move in to Open Employment
in the future.

POLICY AND PROCEDURE

Having processes and policies in place at your WISE supports
business operations, staff and participant wellbeing. Policies
that provide guidance, accessible, modifiable and flexible
ways of working for staff and Supported Employees helps

to create an inclusive organisational culture, while clear
processes provide guidance for troubleshooting and can save
valuable time.

Provide guidance for staff about how best to provide
support. Awareness Raising training and background
reading can help inform your workplace culture (i.e.
genU have a booklet called ‘Understanding our Mental
Health and Disabilities’).

Work to understand individual needs which vary
throughout the day. Staff should stay in contact with
Supported Employees to meet changing needs.

Keep family/networks informed about any changes
at work or challenges that the individual may need
assistance with.

Have a policy for intake and outgoing Supported
Employees to keep your work force strong.

Safety first! Making sure Supported Employees have
access to: essential WHS training via different forms of
communication (visual, audio); food and water facilities,
especially in warm environments; protective clothing
where appropriate; and Covid-safe equipment such as
PPE. Different work environments will have different
levels of risk that need to be managed. This may require
particular communication skills or physical aids.

Use visual and tactile tools. For instance, a whiteboard
system can be used to manage tasks and allocate staff
resources. In addition to words, you can use tactile
magnets and tags to indicate tasks and task status.

Plan ahead and inform Supported Employees of any
changes to their work schedule ahead of time. Doing this
will minimise work stress.

Ensure staff members are visible and accessible to
Supported Employees.
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EMPLOYER
FACT SHEET

Funding for Employers — We can Help

genU will work closely with your business to
identify the support available to employ a person
with disability.

FUNDING FOR WORKPLACE CHANGE

When you employ someone with disability,
sometimes changes need to be made in the
workplace to assist them.

In this case, the Australian Government provides
funding through the JobAccess Employment
Assistance Fund (EAF). We will help you complete
the paperwork and assist your business to seek
reimbursement for aids, software, equipment,

and training that benefits new and existing staff
with disability.

For more information contact genU
Employment Pathways:

Phone: 1300 558 368
Email: contact@genu.org.au

https://www.jobaccess.gov.au/employment-
assistance-fund-eaf

WAGE SUBSIDIES

Subsidies are available for employers who employ
a Disability Employment Services (DES) jobseeker
and are arranged directly with a DES provider
before commencement.

Read more about wage subsidies:
https://www.jobaccess.gov.au/wage-subsidy

Contact MatchWorks
Phone: 1300 13 23 63
Email: info@matchworks.com.au

WAGES BASED ON PRODUCTIVITY

A person with disability who is able to perform
jobs at full capacity would obviously receive a
full rate of pay.

However, some people have disabilities that
significantly affect how much they are able to
achieve at work each day

In these cases, as an employer you may need an
alternative option to pay a fair wage for the work
being done.

In this case you would use the Supported
Wage System. This allows you to match an
appropriate wage with the productivity of a
person with disability.

The supported wage system makes it more
sustainable for organisations to employ people
with disability and keep them in work.

Read more on the application process:
https://www.jobaccess.gov.au/employers/wages-
based-productivity

For more information about the
Supported Wage system contact
genU Employment Pathways:

Phone: 1300 558 368
Email: contact@genu.org.au

FURTHER SUPPORT

https://www.jobaccess.gov.au/employers/other-
australian-government-support

Note: All funding subject to eligibility criteria.
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