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Abstract

Wrk is an inmportant activity in nodern society. Mst people
spend a consi derable part of their daily lives in working or
training and preparing for work. Mdern societies often put
consi derabl e resources into creating jobs and educati ng and
training their citizens for paid enploynent. Changing
conceptual i zati ons about disability, the influence of
normal i zati on principles, advocacy, civil rights,

i nternational and national |egislative initiatives, and nost
recently the self-determ nation novenent have all recognized
the inmportant role of enployment in the lives of people with
disabilities. These have contributed significantly to the
novenment towards integrated, supported enploynment for this
popul ation. This paper will present the findings of two
Australian studies that have exani ned the roles that

enpl oynent play in the lives of people with disabilities.

I mplications for future research and policy directions wll
be i ndi cated.

Ceographi cal, historical and political background2

The vast Australian continent (7.7m square kil ometres or
3.0msquare mles) is hone to a nulti-cultural society popul ated
by approximately 19.5 mllion people with about 65%living in the
capital cities of the six states and two territories. The
majority of the population lives in two coastal regions, the
| argest along the eastern and south eastern seaboard and the
smal | er along the south western coast. Al nost three quarters of
the Australian land nass is relatively uninhabited owing to its
barren nature. Sparse isolated populations, including many of its
i ndi genous abori gi nal popul ati on, present governments and human
servi ces organi zations with i mense difficulties in providing
adequate support to these isolated comrunities owing to the
tyranny of distance.

Australia has a federal system of governnent with the six
states and two territories having their own |egislatures, a
situation simlar to Canada and the United States. However, the



Australian parlianentary structures are based upon the British
Westnminster systemowing to its colonial history.

Wth the emergence of welfare progranms conducted and/ or
financially supported by the Federal and State governnents, the
needs of people with disabilities and their famlies were
recogni zed. As disability prograns devel oped the Federa
Governnment through its welfare departnents took responsibility
for a broad range of accommdati on, enploynent and i ncome support
services. Respective State Governnents, through their health
departnments, essentially provided institutional accomopdation
services to those with very high support needs, particularly
those with psychiatric illness and severe to profound
intellectual disabilities.

It is noteworthy that the Australian Federal Governnent
enacted legislation in 1910 to provide the first invalid pension
schenme for people with disabilities. The Social Services Act of
1947-1977 broadened the range of pensions, benefits and
al l owances. It also led to the establishnment of the Conmmonweal th
Rehabilitation Service (CRS) which provided a nedically oriented
rehabilitation programto people with physical or sensory
i mpai rments in a nunber of |arge hospital-like centres situated
in the capital cities of each of the states. This period strongly
reflected the "nedical nodel" approach to the delivery of
disability services.

The rol e non-governnment agencies could play in service
provi sion was recognized in 1967 by Federal |egislation which
al l ocated funds to subsidize the establishnment of education,
residential, vocational and day activity prograns. The
combi nati on of the medical and wel fare/charity nodels of service
saw a rapid increase in congregate residential and vocationa
prograns throughout Australia in the post World Was |1 period,
especially in the 1960s and 1970s. The Handi capped Persons
Wel fare Assistance Act of 1974 extended governnent subsidies to
Activity Therapy Centres for people deenmed to be unable to be
pl aced in sheltered workshops. The activities in these centres,
however, were essentially simlar to those in the sheltered
wor kshops. The major difference was the | evel of governnent
support.

It is salutary to realise that both sheltered workshops and
the activity therapy centres energed as a place where people with
disabilities could be involved in "gainful" activities. For the
majority of famlies it was a place where their disabled sons and
daughters with disabilities could fill their day participating in
"busy" work and often social activities. In many ways it was an
extension of the special school which a majority had attended.
Owi ng to poor productivity wages were mnimal wi th significant
di sincentives for regul ar enpl oynent options.

Despite one of the stated goals of sheltered enpl oynent
bei ng preparation for open enploynment, only a m nuscul e nunber of
di sabl ed workers ever transferred to regular conmunity-based
jobs. Very few "training" allowances offered by the Federa
Government were ever taken up by the sheltered enpl oynent
i ndustry. For instance, in the period 1974/75, 123 training fees
were paid, 54 in 1975/76, 44 in 1976/ 77 and 20 in 1977/ 78.

However, during the 1970s Australia was being influenced by
a nunber of social, philosophical and political forces including
the worl d-w de energence of the independent |iving nmovenment for



people with a physical disability and the growi ng acceptance of
the normalization principle for people with intellectual
disabilities. Research that denonstrated that people with severe
intellectual disabilities could perform quite conplex vocationa
skills also began to lay the ground for subsequent policy
initiatives that would chall enge the position of sheltered

enpl oynment .

W nds of change

The el ection of a reform st Federal Governnment in 1972
provi ded a change in the essentially conservative climte that
had perneated the welfare services in Australia. The proclamation
of 1981 as the Year of Disabled Persons provided a further
i mpetus for governnents, service providers and the community
generally to re-examne attitudes towards the way services were
bei ng provided to people with disabilities.

In 1973 the Federal Governnent established, through the CRS
two pilot Work Preparation Centres for school |eavers who had a
mldintellectual disability in response to comunity pressures
t hat chal | enged the perception that this group could only cope in
a sheltered environnment. Over the next ten years a network of
seven centres were established providing a nodel for intensive
vocational training that |ed to open enploynent outcomes. These
centres also trialed service delivery nodels that preceded the
| at er adoption of a network of open and supported enpl oynent
programnms across Australia. During this devel opnment period the CRS
supported a University Affiliated Program of active research
through the Unit for Rehabilitation Studies at Mcquarie
Uni versity, Sydney.

In 1983 the Federal Government sponsored three initiatives
that were to have a profound effect upon disability service
provision in Australia. The first was the funding of an
Australian chapter of Disabled People's International. The second
was the establishnent of the Disability Advisory Council of
Australia that consisted of people with disabilities or their
advocates, replacing earlier advisory panels that consisted of
mai nly service providers. And the third the setting up of the
Handi capped Program Review, a |andmark devel opnent in the
Australian disability scene.

The Revi ew which involved a nation-wi de consultation with
people with disabilities, their fam|lies and service providers
culmnated in the publication of New Directions Report of the
Handi capped Progranms Review (Gines, 1985) and the enactnent of
the Disability Services Act (1986). One of the outconmes of the
review was the promrul gati on of seven positive consuner outcones
as a basis for program devel opnent for people with disabilities.
The key outcomes were: a place to live in the local community;
paid enpl oynent; to be conpetent and self reliant; the
opportunity to be involved in a range of comrunity rel ationships
and activities; security; and conmunity respect and acceptance.
The New Directions report concluded with a vision for the future
of Australian disability policy.

This report provides a stinmulus to the new directions of the
Conmonweal th Governnent's effort in the provision of services for
people with disabilities. Some of the options and recommendati ons
outlined will not be easy to inplement, whether due to the



conplexity of administrative issues to be resolved, budgeting
constraints, attitudinal factors or resistance to change. It is
appreci ated that as new ground is broken m stakes will be made
(Ginmes, 1985, p.118).

The report was especially critical of sheltered workshops
and activity therapy centres including the types of work
performed, |ow wages, poor working conditions and their
i nherently segregated nature. In respect of their training role
the review found that training appeared to be an end in itself,
was not time limted, and rarely led to open enployment. In this
respect the review questioned the quality of training provided by
i nexperienced and unqualified staff.

A new par adi gm

The Disability Services Act which replaced the Handi capped
Per sons Assi stance Act signalled a significant paradigmshift in
the operation and fundi ng of governnent assisted prograns. It
basically attenpted to take the initiative for the planning and
execution of disability services away fromthe powerful service
agencies and to shift themto consuner groups. However, the shift
was essentially fromthe service sector to the bureaucratic
machi nery of governnent.

The Act which cane into operation in June, 1987, introduced
two new enpl oynent types designed to over-cone the poor
performance of workshops in placing and supporting people in the
open | abour market. The first, "Conpetitive enploynment training
and placenent services" (CETAP), was designed to assist people
with disabilities to get, and keep, jobs in the open |abour
mar ket whi ch pay full award wages. The second, "Supported
enpl oynment services" (SE), was restricted to people who could not
be placed in the open | abour market on full award wages and who,
because of their disabilities, required substantial ongoing
support to get and mmintain enpl oynment.

The Act incorporated the principle of "least restrictive
alternative" into its hierarchy of supported enpl oynent nodels
ensuring that the level of, and type of support a person receives
is appropriate to their |evel of need. Under this principle the
traditional enploynment services, that in the main assisted people
with | ow to noderate support needs, were given a five year
transition period to restructure their operations to conply with
the new service types.

Di sappoi ntingly, successive Federal governnents, for a
variety of reasons, not the |east being the powerful |obby of the
shel tered enpl oynent industry, have failed to reduce the relative
size of the nunbers of people with disabilities in sheltered
wor kshops or "business services" as they are now called. G ven
the increased enphasi s upon econom c outcones, pressure has been
pl aced on both the integrated and segregated enpl oynent prograns
to become nore productive and efficient. The net effect has been
to reduce the opportunity for those with high support needs to
access either type of enploynent. These people, and for those who
are being prematurely "retired" from enpl oynent, are forced to
seek "day activity" or "day option" progranms that are funded by
the State and Territory Governments under the terns of the
Commonweal th-State Disability Agreenment (1993). This Agreenent
di vided fiscal and nanagenent responsibility for specific



di sability progranms between the Commonweal th or Federa
Government and the State and Territory Governnents. The
Conmonweal th essentially funds enpl oynment prograns and the
States/ Territories accommodati on, respite and day prograns. Both
Governnents contribute to Advocacy Prograns.

| npact of economic and political change

The paradi gm shift experienced in human services for people
with disabilities in the 1970s and 1980s was | argely driven by
social factors, especially those related to human rights
novenents and the subsequent enanci pation of marginalized
m nority groups. Economic and political factors have been the
predom nant forces that have inpacted upon human service delivery
in the 1990s and beyond. Neo-liberal philosophies including
econonmic rationalism nmanagerialism and gl obalization that
enphasi se individualismand conpetition have enbraced the
policies of macro and m cro-econonic reform The role of macro-
econonic reformis to reduce dependence upon overseas capital and
hence reduce the current account deficit. The inplication of
m cro-economc reformis to enhance conpetition as a neans to
efficiency and thus reduce the cost of production. Both these
processes have had a serious inpact upon the provision and
out cones of enpl oynent services for people with disabilities in
Australia and i ndeed other western econonies as well

Schal ock (1999) has argued that human servi ces organizations
are being increasingly challenged to provide quality services
within the context of two powerful, potentially conflicting
forces: person-centered val ues and econom c-based restructured
services. One of the effects of governnment refornms has been the
pressure on service organi zations to enhance performance
measur enent and eval uati on procedures to denonstrate the
ef fectiveness of their services in providing valued consuner
out comes.

The free market econony approach has contributed to the
ri sing unenpl oynent levels in western industrialized countries
and has in turn further reduced the enploynment options of people
with marginal skills, including those with disabilities. Just as
we were able to show in the 1960s that people with even very high
support needs could | earn new skills and becone productive and
contributing citizens, the challenge for the newmllenniumis to
redoubl e our efforts to increase the conpetitiveness of people
with disabilities. | suspect, however, that wthout a
conpl ementary comritnent to social justice principles, and a nore
equitable distribution of a country's resources, there wll
continue to be discrimnation against this population

Measur enment of outcones of integrated enpl oynent,
Interestingly a defining characteristic of integrated enpl oynent,
was, fromthe outset, the measurenent of enploynment outcones in
ternms of wages earned, hours worked per week, job maintenance,
enpl oyer and co-worker perceptions, and a favourabl e benefit-cost
ratio. More recently, however, attention has shifted to focus
upon social integration and social inclusion, friendship and
quality of life issues. The deinstitutionalization novenent
enphasi zed living and working IN the comrunity, as the desirable
norm but hel ping people with disabilities becone part OF a
conmuni ty has been a nmuch nore formn dabl e chall enge.



Research has denopnstrated that social relationships perform
a critical role in successful enploynment outcomes affecting both
t he personal and work adjustment of enployees with and without
di sabilities (Hagner, Rogan & Murphy, 1992). Individuals with
disabilities have thenselves reported that they val ue
interactions with others as one of the npbst inportant aspects of
their lives (Knox & Hickson, 2001; Knox & Parnmenter, 1993;
MeVil Ly, 1995).

Presence al one does not equate with participation and socia
acceptance. True social integration within work settings
t heref ore cannot be achi eved by placenent al one, but may be
vi ewed as the product of two interacting factors. The first
factor includes the vocational and social skills that are
required for an individual to interact appropriately with other
i ndividuals in his or her environment (Riches, 1993). The second
factor addresses the receptiveness and adequacy of the physica
and social situations in which an individual is expected to
interact. The setting variables thenselves can make a significant
contribution to the devel opment of social relationships in the
wor ksite. Environnental and setting variables that may contribute
to successful enployment include the physical setting of the
worksite, the length of the job coach's invol venent, co-worker
and supervisor attitudes and experience with persons with
di sabilities, and the characteristics and culture of the
envi ronnent. When a congruence exi sts between these two factors,
there is an increased |ikelihood for the existence of positive
social interactions. |Indeed, Calkins & Wal ker (1990, p.3)
suggested that:

...successful adjustment by a devel opmental |y di sabl ed

wor ker to any enpl oyment setting depends | ess on assessed

i ndi vi dual characteristics, per se, than on the match
between the attributes of the person and the demands of the
enpl oynent environnment or the "person-environnment" fit.

What is not fully understood is the rel ationship between
soci al conpetence, specific social skills and other setting
factors that are required for persons with disabilities to
achieve full participation in the workplace. A functiona
di stinction needs to be nmade between social and relationa
conpet ence and social skills. Social conmpetence requires the
appropriate use of social skills and is best judged by
significant others in the individual's setting. Factors such as
acceptance, nmutuality and reciprocity are involved. Socia
conpet ence nmay al so be dependent upon the particular socia
context (Yan, Mank, Sandow, Rhodes & O sen, 1993) and conpetence
in one setting nmay not necessarily generalize to other settings.

I mportant social skills may change according to the
characteristics and social culture of the work environnment, the
i ndividuals involved in the interaction, the particular socia
context of the interaction (e.g. break or work) and the persona
aspirations and priorities of the individuals involved. However,
the tacit rules for interaction nmay vary across settings so it is
i mportant that persons with disabilities know how to use
appropriate social skills at the right tine, with co-workers,
supervi sors and enployers in the work setting and in specific
soci al contexts such as on the job or at break tines. Awareness



of the social conventions in a setting is also essential so
i ndi vi dual s can comuni cate and exchange culturally appropriate
signals to conpetently engage in conversation in that setting

Types of social interactions

The demand for appropriate social interactions in the
wor kpl ace has grown rather than dimnished in recent years as the
percentage of jobs in the service sector has burgeoned. This has
resulted in a distinction being mde between social behaviours
that occur in the workforce that are classified as task-rel ated
and those that are non-task related (Chadsey-Rusch, 1992).

Task-rel ated behaviours are those interactions that are
required for participation in a given work task or that are
associated with job matters and require the ability to interact
with others regarding job tasks. They include behaviours such as
following directions, sharing work-related information, asking
for help and accepting criticism Non-task rel ated behavi ours
occur in the work place, but are not connected to the job and are
engaged in solely for the purpose of fraternisation

It has consistently been argued that task-rel ated
interactions are nore inportant in the workplace than non task-
related interactions. Certainly enployers place a high priority
on work-related social skills and non task-related interactions
in the workpl ace have not been rated as crucial by enpl oyers.
Qbviously interactions during work woul d be expected to be mainly
task rel ated whereas those during breaks would be mainly non-task
rel ated. Further investigation of the relationships between non
task-related i nteractions and successful enploynent woul d be

useful. It is suggested that these categories of interactions may
contribute to social support and friendships on the job and
beyond.

Two studies conducted in Australia that address these issues
wi |l be presented.

1. A NATI ONAL STUDY

A national study was undertaken to identify the essentia
el enents that contribute to successful placement and nmai ntenance
of people with disabilities in enploynment and to gain information
on the best way to help people with a disability fit into the
wor kforce. In particular, social integration issues were
explored, including social interaction patterns, work rel ated
behavi ours and social behaviours in the workpl ace.

The aimof the research was to gain a nore conprehensive
under st andi ng of (a) the type and ampunt of support provided to
supported enpl oyees; (b) the social interactions of workers with
mld to severe intellectual disabilities in different supported
enpl oynment placenents; (c) the inportance of various work related
and soci al behaviours in the workplace; (d) specific attitudes to
enpl oyees with a disability; and (e) to deterni ne those socia
and i nterpersonal variables that assist in successful vocationa
and social outcones for people with disabilities.

Such findings, it was anticipated, could provide the
foundati on for devel opi ng assessnment and curriculum materials for
assisting persons with disabilities in the devel opment of
friendshi ps and social support networks in the work place.



Equal ly inportant, the findings could informpublic policy
directed towards persons with disabilities and the supported
enpl oynment sector.

METHCOD

A postal survey was selected as the nost appropriate method
of collecting the information required due to the |arge nunbers
of people involved, the geographic area to be covered, and the
limted resources available. A stratified sanpling technique was
enpl oyed to ensure representation across states and rural and
nmet ropol i tan areas.

An earlier phase of the project and consultations with
people with disabilities and other research had provi ded vari ous
i nsights that inforned the present study and enabl ed socia
val idation procedures to be inplenmented. The follow ng socia
val i dation tasks were undertaken: (a) design of the
questionnaire; (b) trial testing and revision of the instrument;
and (c) assessnment of the instrunent's internal consistency and
stability of responses over tinme.

Desi gn of the questionnaire

Questionnaires were constructed that addressed attributes
and setting characteristics that were judged to contribute to
successful placenent and mai ntenance of people with disabilities
in enpl oynent. The questionnaires addressed factors that could
facilitate or interfere with the devel opnment of friendships and
soci al support networks. As a prerequisite to designing the
guestionnaires, lists were devel oped of the kinds of variables to
be measured agai nst the goals of the research and a pool of itens
was constructed for the person-specific and setting
characteristics fromwhich the final item sel ection was nade.

Itens dealing with interactions in the workplace, work
rel ated behaviours, social behaviours in the workplace, and
attitudes to enployees with a disability were constructed using a
five-point Likert scale that assessed the degree to which the
respondents viewed the attribute or characteristic as either
positive or negative. Opportunity was al so given for respondents
to rank behaviours in order of nobst inportant.

Several focus groups were conducted prior to the
construction of the final draft of the questions. As a result,
the design of the questionnaires changed considerably, and a
total of four fornms were designed.

The first survey form to be conpleted by the Agency
Manager, sought basic information regarding the type of supported
enpl oynment service/s provided, type of clients for whomthe
agency was funded and general staffing positions and nunbers in
the agency. Three parallel forns were constructed to gain
i nformati on about attitudes to people with a disability in the
wor kpl ace. These were to be conpleted by three rel evant
personnel, nanely a training officer, a work supervisor and a co-
wor ker. All were asked to conplete the survey in the context of a
random y nom nated worker with a disability who had been in the
work setting for at |least three nonths. The majority of questions
therefore woul d enabl e conparisons in attitudes to be made
between training and placenent officers, work supervisors and co-



workers. I n addition, several questions were included that
related to the specific position of the person conpleting the
form the type of business etc.

Survey participants

I nformati on was gathered from managers of 120 enpl oynent
agenci es, direct support staff in the field, as well as work
supervi sors and co-workers in organi zati ons enpl oyi ng peopl e who
have a disability.

Trai ning and placenent officers were identified as persons
enpl oyed by the supported enpl oynent agency that provided support
to the person with a disability selected for the study. That
support was provided in the sel ected supported enpl oyee's place
of work.

Wor k supervisors were identified as enpl oyers or supervisors
in a business that enployed the person with a disability selected
for the study and who provi ded supervision to that person.

Co-workers were identified as persons wi thout disabilities
who were enployed in the sane comunity work site as the worker
with a disability selected for the study.

RESULTS

Descriptive statistics were conputed for all questionnaire
items. A content analysis of these results was conducted to
detect differences and overl ap anpng respondent groups in the
i mportance of ratings assigned by themto questionnaire itens.
Chi square anal yses and General Linear Mddel (GLM univariate
anal yses repeated neasures design were run to test for
significant differences between the three respondent groups. G.M
anal yses were used for conplete data sets only (i.e., where
responses were available fromall three respondent groups
regardi ng the sanme enployee with a disability).

Physi cal integration

In terns of physical integration, workers with disabilities
wor ked al ong si de or nearby other non-disabl ed workers. Very few
enpl oyees with a disability appeared to work in separate parts of
the work place where they were isolated from other workers
wi t hout disabilities. Those that did were enpl oyed under a group
nodel of support, either in an enclave or work crew. Only one
supervi sor responded that this occurred for the nom nated
enpl oyee with a disability while five enploynent specialists
responded that this was the case for their enployee with a
disability (7.6% . Enploynent specialists were significantly nore
i kely than supervisors to indicate that enpl oyees with
di sabilities worked side-by-side with other workers (p=.004).
However, the difference could reflect the use of nultiple
responses by Enpl oynent Specialist showi ng that sonme enpl oyees
experienced both environnents. There was cl ose agreenent,
however, on the nunber of enployees with a disability who worked
alone with some brief contact with co-workers. In many cases this
| ocation was not considered an issue as it was attributed to the
nature of the job.

Enpl oyees with a disability were regularly or occasionally
i nvol ved in using comobn areas such as lunch roons and facilities



wi th other enpl oyees, according to enployment specialists (96%,
supervi sors and co-workers (97% . Many enpl oyees with a
disability also attended staff and other group neetings on a
regul ar or an occasional basis. There were no statistically
significant differences on these itens given the overall range of
responses al though as many as 31% of co-workers responded that it
was not applicable for the enployee with a disability to attend
staff and other neetings in contrast to 14% enpl oynent

speci alists and 16% supervi sors.

Soci al integration

There was a general agreenment that many of the supported
enpl oyees socialized with co-workers at the conpletion of work
and at shift changes on at |east an occasional basis. Supervisors
and co-workers both reported socialization occurred nore
regularly than did enploynment specialist for a nunber of
enpl oyees with disabilities. There was a small nunber who never
soci al i zed according to several enploynent specialists (15%,
supervi sors (11% and co-workers (18%.

The majority of enployees with a disability al so
participated in sone social activities such as birthdays, specia
events and lunches at |east occasional during working hours,
according to the enploynent specialists (82%, supervisors (72%,
and co-workers (66% . Sone attended functions organi zed by the
conpany's social club where these were in operation.

A nunber of enployees with disabilities also participated in
soci al activities with co-workers outside of working hours.
However, this was nore likely to occur on an occasional rather
t han regul ar basis.

GLM nmul tivari ate anal yses reveal ed no significant overal
di fferences between the three respondent groups except on
socialising with co-workers during working hours. On this
vari abl e, supervisors reported nore frequent socialisation
occurring in the workplace than the other two groups. Pairw se
conpari sons found supervisors reported significantly nore
soci alisation with co-workers during working hours than did co-
wor kers (p=.02) and nore participation in social club gatherings
t han enpl oynent specialists (p=.04).

Joki ng and chatting

There was a high level of agreenent that joking and chatting
about non job related matters occurred between enpl oyees with
disabilities and other workers on a regular or occasional basis,
both during work and break times. There were a few cases where
joking and chatting did not occur, but only in one case did a co-
wor ker register it was inappropriate that the enployee with a
disability did not participate in joking and chatting about non
job related matters. Enploynment specialists generally reported
hi gher rates of joking and chatting than the other two groups
both during work and during lunch and break tines. Pairw se
conpari sons found significant differences between enpl oynent
speci al i sts and supervisors (p=.04) and enpl oynment specialists
and co-workers (p=.05) regarding the amount of joking and
chatting reported for lunch and break times, but not during work
times.



Soci al behavi ours

Respondents were asked about the extent to which noni nated
soci al behavi ours were considered critical for successfu
integration into the work place. No itens were considered
uni nportant as all nean scores were positive and above 3. 4.
Overall, the two social behaviours rated as nost inportant were
behaving in a manner appropriate to the workplace and dressing
appropriately and being clean and tidy. These were foll owed by
the non task-rel ated behavi ours using appropriate greetings and
partings, participating in conversation, and being appropriate
assertive. Although itens concerning handling and returning
teasing and joking were considered inportant, they were rated
| ess highly than the other social behaviours.

Mean ratings did reveal sonme differences between enpl oynent
speci al i sts, supervisors and co-workers in the relative
i mportance of sone itenms. Enpl oynent specialists placed slightly
| ess inmportance of sone itenms. Enploynent specialists placed
slightly | ess inportance on greetings and partings than did
ei ther supervisors or co-workers while supervisors placed
slightly greater enphasis on appropriate dress and assertiveness
than did enploynent specialists and co-workers.

Significant differences were evident on the item sharing
general topics with supervisors rating this nore inportant than
co-workers followed by enploynent specialists (p=.02). The
greatest difference was between enpl oynment specialists and
supervisors (p=.004). Only 29 full data sets were avail able on
the item regardi ng assertiveness, but for those who did respond
assertiveness was endorsed as a skill required in the workpl ace.

Respondents were asked to rank in order of inportance the
same |ist of social behaviours they had previously rated. Again,
the itenms behaving in an appropriate manner and dressing
appropriately and being clean and tidy were given top priority
across all three groups. These were followed by participating in
conversation and using appropriate greetings and partings.

Handl i ng teasing and joking was al so considered relatively
i nportant by all three groups although supervisors rated this
behavi our as slightly less inportant than co-workers and
enpl oynment specialists. It was ranked above sharing genera
topi cs and being assertive while returning teasing and joking was
ranked |l ast by all three groups. GLM nultivariate anal yses
reveal ed there were no significant differences between the three
respondent groups on the ranking given to any of these socia
behavi ours.

Attitudes to enployees with a disability

All respondents were required to indicate the extent to
whi ch they agreed or disagreed with certain statenents that
reflected general attitudes towards the enploynment and acceptance
of people with a disability. O particular relevance to the
present study was the social sub-scale that included questions
about friendship formation at work and joining in socia
activities. Total nean ratings and standard devi ations are
presented for all respondents conbined and for the three groups
of respondents. While the general pattern of reactions was found



to be positive, with responses fromthe various groups very
simlar, sone significant differences between the respondent
groups were discernible.

There was strong overall agreenent that enployees with a
di sability should be physically and socially integrated into the
work force and that friendships could occur. This was evidenced
by support for such itens as "enployees with a disability can
have cl ose personal relationships just |like everyone el se" that
gai ned a nean of 4.6 and agreenent or strong agreenment from 99%
of enpl oynment specialists, 89% of supervisors and 81% of co-
wor kers. Despite the positive response to this item there was a
significant difference between the groups, with co-workers |ess
positive than enpl oynment specialists or supervisors. However,
there were no real differences between the three groups on
"enpl oyees with a disability should take breaks at the same tine
as co-workers" that gained an overall nean of 4.59 with agreenent
or strong agreenment from 94% of enpl oyment specialists, 90% of
co-wor kers and 85% of supervisors and "enpl oyees with a
di sability can nake good friends in the work place". This also
gained a total nmean of 4.58 and agreenent or strong agreenent
from 94% of both supervisors and co-workers, and 90% of
enpl oynment speci al i sts.

Conversely, there was considerabl e di sagreenent with the
statement "enployees with a disability are not considered as
cl ose work mates" that gained a Mean of 1.75 and di sagreenent or
strong di sagreenent from 78% of both co-workers and supervisors
and 75% enpl oynent speci alists.

The statenent "enployees with a disability should join in
social activities held in the work place" was also generally
supported with a nmean of 4.37 and agreenent or strong agreement
from 87% co-workers, 85% supervisors and 84% enpl oynent
speci al i sts.

Al t hough the overall nean for the statenment "enployees with
a disability are happier when they live and work with people Iike
t hensel ves" was negative at 2.0, there was a greater range of
opi ni on between the respondent groups with 89% of enpl oynent
speci alists registering di sagreenment or strong di sagreenment in
conparison to 70% supervi sors and 57% cowor kers (p=.006).

There was al so general disagreenent with the statenent that
enpl oyees with a disability were considered an enbarrassnent to
sonme enpl oyees (Mean = 1.9). Supervisors registered the strongest
di sagreenent with a nean rating of 1.7, and 59% strongly
di sagreei ng and 15% di sagreeing with this statenent. Another 21%
were unsure. Only 5% responded that they agreed but none strongly
agreed. The co-workers nmean rating was 1.9 with 53% strongly
di sagreei ng and 21% di sagreeing with the statement. Another 16%
were unsure, 8% agreed, and 3% strongly agreed that enployees
with a disability were an enbarrassment to sonme enpl oyees.

Sur prisingly, although enploynment specialists also disagreed with
this statenent, they were | ess positive than supervisors and
coworkers. Their nmean rating was 2.2 with 39% strongly

di sagreei ng, 23% di sagreei ng, 24% unsure, 12% agreei ng and 3%
strongly agreeing (p=.009).

Enmpl oynment specialist responses often reflected the nost
positive attitudes of all three groups although slightly nore
supervi sors responded that enployees with a disability make good
friends and could be considered close mates in the work place.



DI SCUSSI ON

Open, integrated enploynent has consistently been viewed as
an inportant and i ndeed essential forumthrough which people with
disabilities can gain greater status, acceptance and inclusion in
mai nstream soci ety. This Australian study conpared the attitudes
of enpl oynent specialists, work supervisors and co-workers who
wor ked with or al ongsi de noni nated persons with disabilities in
enpl oynment settings, and sought to identify the extent of their
acceptance and social inclusion, and the inportance and rel evance
of various social behaviours in this regard.

Social integration in terns of social participation and
i nvol venent with co-workers at the conpletion of work, at shift
changes and through invol venent in social activities both during
wor k hours and outside of work appeared to be have been enjoyed
by many but not all supported enployees. It is heartening to see
that many workers with disabilities were accepted and involved in
these social encounters and that supervisor and co-worker
attitudes about such inclusion were very positive.

However, supervisors were significantly nore positive about
the level of participation in social activities that was
occurring with co-workers, particularly during working hours than
the co-workers thensel ves. As many as 30% of co-workers viewed
social interaction with the nomi nated enployee with a disability
as not applicable. This was in terns of attendance at staff and
group neetings, attendance at conpany social club activities, and
participation in social activities both during work hours and
outside work. This poses the question as to why supervisors
differed so markedly from co-workers for this 30% of individuals
and whet her the answer may related to perceived quality of
interaction rather than quantity.

Al'l noninated task-related and non task-rel ated socia
interactions were found to be inportant in this study. It is
i nteresting that behaving and dressing appropriately were given
hi ghest ratings and ranking by co-workers as well as supervisors
and enpl oynment specialists. One inplication is that conventiona
behavi our is expected for entry | evel jobs and acceptance cannot
be gai ned unl ess workers with disabilities blend into the
wor kpl ace in terms of behavi our and dress rather than standing
out in any way as different. |Indeed, while many social novenents
encourage the celebration of diversity and difference, workpl aces
have a specific econonic purpose to achieve. To acconplish this,
they clearly endorse convention and strict adherence to rules and
procedures.

However, non task-rel ated behavi our such as participation in
conversations, using greetings and partings and handling teasing
and joking were also strongly affirmed by all three groups.
Interestingly, supervisors were nore concerned about sharing
general topics of conversation than co-workers or enpl oynent
specialists. This was despite other findings that interactions
bet ween workers and supervisors tend to be nore limted and task
oriented while those with co-workers are often non task-rel ated
(Chadsey- Rusch & Gonzal es, 1988).

Al t hough the ability to handl e teasing and joking was
strongly endorsed, returning teasing and joking was consistently
pl aced | ast, in conparison to the other social behaviours,



suggesti ng workpl aces require enpl oyees to be able to cope with
teasi ng and j oki ng al though not necessarily to engage in this
behavi our. The ability to assert oneself appropriately was
endorsed as inportant by the 40% of the sanple that responded,
but since a large nunber failed to respond at all to this itemit
is unclear how inportant this really is.

Task-related skills concentrating upon job performance do
not appear to be sufficient in their own right for successfu
enpl oynment. These results support the contention that non task-
rel ated social behaviours are inmportant in entry |evel jobs
across a range of work sites and work context and successfu
enpl oynment and integration at this level requires a conbination
of these conpetencies to be evident. OF course, all workers with
and without disabilities vary in their ability to relate to
others and no one is perfectly conpetent across all social skills
and behavi ours. However, as Gold (1975) proposed in his
conpet ence-devi ance hypothesis, it would appear that there nay be
a mninmum set of skills and/or a |level of social conpetence
requi red such that deviance or difference can only be tolerated
or overlooked providing it is counterbal anced by conpetence in
ot her inportant behaviours. A conbination of both task-rel ated
and no task-rel ated behavi ours appear essential to neet the
m ni mrum | evel of conpetence required in entry |evel positions.

Based on direct experience with workers who had a
di sability, respondi ng supervisors, co-workers and enpl oynent
speci alists generally agreed that workers with a disability
fitted into the workplace, were productive nmenbers of the
wor kf orce and shoul d have the sane conditions as everyone el se.
Positive attitudes were evident towards social integration as the
majority al so agreed that workers with disabilities could make
good friends in the workplace, have cl ose personal friendships
i ke everyone el se, and should be included in the socia
activities of the workplace. It would appear fromthese results
that having direct experience with enployees with disabilities in
open enpl oynent situations has had a positive effect on attitudes
of supervisors and co-workers.

However, Knox & Hickson (2001) found that while work was
critical for helping people with disabilities establish a val ued
identity, contrary to expectation they concluded work was not the
forumin which to expand their social networks. Individuals with
disabilities who participated in this study had becone aware of
the involuntary nature of work rel ationships, the inportance of
har mony, and very aware of the distinction between work friends
and other friends. But not one of the work rel ationships had
progressed to other friendships.

CONCLUSI ON

The results of this national survey confirmed the fact that
a nunber of people with disabilities have gained entry | evel jobs
across a range of industries and work places where they have been
accepted as valid and val uabl e nenbers of the work force

Supervi sors and co-workers denonstrated positive attitudes
towards those with disabilities being productive nmenbers of the
wor k place. Based on their experiences with a specific individua
with a disability, the majority of supervisors and co-workers
responded that these individuals not only perfornmed their jobs,



but many al so participated in the social life of the work place.
They generally socialized at appropriate break times, engaged in
chatting and joking, and sonme attended social functions both at
work and after work. Most were seen as capable of making friends
wi th ot her workers.

Overall, the results ratify the inportance of a basic set of
work related and social behaviours that are critical for entry
| evel jobs across a range of industries and work sites. It is
reasonabl e to hypothesise that there is a nmininmmlevel of
conpet ence required across these work and soci al behaviours with
appropri ate behavi our and dress nost inmportant followed by the
ability to handle the common daily interactions of the workplace.
The overriding nessage is that acceptance of people with
disabilities in the work place, at least in entry level jobs, is
governed by convention and the need to blend in and not draw
attention to oneself.

It is encouraging to recognize that actual experiences
working with people with disabilities appear to have enhanced the
attitudes of supervisors and many co-workers towards these
wor kers. The majority of supported enpl oyees were viewed as
val uabl e workers and nenbers of the work place who had a right to
be in the work force and who had the ability to nmake friends and
generally to blend into the work culture. Nevertheless the
reality of achieving real friendships through work appears stil
a long way off.

2. RELATIONSHI PS I N THE WORKPLACE: A SYMBOLI C | NTERACTI ONI ST
APPROACH3

Increasingly, it is recognized that the quality of |ife of
people with a disability is not sinply concerned with the
physi cal environnment in which they mght live or work. For al
people, with or without a disability, it is their relationships
with others in their social network that are a mmjor contributor
to the quality of their lives (Parmenter, 1992).

Thus it is not enough sinply to | ook at the conpetence of a
person with a disability to preforma job nor is it enough to
consider only the economic benefits such a person obtains from
working in conpetitive enploynent. Their relationships with
others in their workplace nust also be taken into account. As
Ni sbet and Cal | ahan (1987, p. 185) warned sone tinme ago,
"...merely selecting an environnent and a job wi thout attention
to social interactions and rel ationships nay result in
segregation of person with... disabilities fromtheir non-
handi capped peers."

However, when considering relationships in the workplace, it
is inmportant to renenber that each workplace has its own culture
- its custons, traditions and shared neani ngs that devel op over
time as workers work together and produce a collective product or
deliver a service. It is therefore pivotal that workers with
disability be, and i ndeed, see thensel ves as nenbers of their
work culture. In effect, they nust be of the workplace, not
merely in the workpl ace.

The purpose of the present study, as part of a w der study
concerned with a theoretical approach to personal relationship
managenment, was to present an anal ysis of the perceptions held by
six people with an intellectual disability enployed in integrated



enpl oynment settings regardi ng aspects of: (1) the boss
rel ati onship; (2) the co-worker relationship occurring within
their respective workplaces; and (3) the job coach relationship
Specifically, its purpose was to explore the views held by the
study informants on: (1) their view of these relationships; (2)
the interaction strategies used to nmaintain these relationships
in the workplace; and (3) the outcones of these relationships.

It is argued that people attach nmeanings to their
rel ati onshi ps and act according to these neanings. |Indeed Duck
(1995) pointed out that a relationship, rather than being a
nat ural phenonenon, is a socially constructed i dea. Human bei ngs
create neani ng systens by construing, making choices between
alternative perspectives, and inposing order on the world. Thus
an exam nation of these neani ngs was considered crucial to an
under st andi ng of the person's rel ationshi ps and, of nobre concern
in this study, to his or her perception of the relationships
occurring within the workpl ace and of nmenbership of the workpl ace
culture. A theoretical approach which enphasi ses neani ng and
interpretation as essential human processes is that of synbolic
i nteractioni sm

Human experiences such as personal relationships in the
wor kpl ace and menbership of the workplace culture are nedi ated by
the individual's interpretations. That is to say, these phenonena
do not produce their own neani ng, but have neaning conferred upon
them by the particular individuals concerned - neani ngs which
energe from and are defined and redefined in interaction with
ot her human bei ngs, and neani ngs which direct the individual's
actions or behaviour. It is, therefore, necessary to understand
the conplex world of lived experience fromthe viewpoint of those
who "live it".

METHOD
Study I nformants

The approach taken in the present study was premni sed on the
garnering of the expertise of study informants. The concern was
with the richness and diversity of information that informants
are able to give, rather than the representativeness of
informants of a wi der population. Such a strategy is referred to
as purposive sanpling and its power lies in the acquisition of
information-rich cases for in-depth study. Informants are
sel ected purposefully rather than randomy.

Thus the task revol ved around seeki ng experts who were both
willing to participate in the research and who were willing to
informthe researcher on the neans by which they understood the
rel ati onships within their respective workplaces. To seek out
such expertise, a number of Conpetitive Enployment Training and
Pl acenment (CETP) agencies in the Sydney netropolitan area
concerned with placing and training people with a mld
intellectual disability in conpetitive enploynent were requested
to contact those clients or ex-clients who: (a) were currently
enployed in a conpetitive enploynent setting; and (b) had been
enpl oyed by their present enployer for a m ninum of three nonths.

Those people wishing to participate in the study (in effect
willing to beconme study informants) were then asked to contact
the researcher by mail on an encl osed acceptance form or by



tel ephone. This strategy, rather than direct contact being nmade
with clients or ex-clients, was adopted to prevent privacy
i nfringement.

RESULTS

(1) The boss relationship - "Whatever he tells ne | should
do | do"; View of The Boss Relationship - the boss as the
| egiti mate power hol der

The boss relationship in the opinion of all informants was a
rel ati onship based on the boss's acknow edged power over
t hemsel ves and ot her workers in the workplace. The essence of
this power was the boss's control over the person keeping his or
her job. Brian frequently referred to the fact that if he does
not do his job "...properly, they could tell me to go". Likew se
Julie said that she would "get the sack" for nmaking m stakes in
her job. Sinon told of having to control his periodic anger
towards a particular boss in order to keep his job. He said: "I

nmean at tines | feel like turning round and hitting the person
but |1 keep telling nyself, no, don't, because you need the
job....That's the only reason I don't hit him™" Nonethel ess, this

power was seen as part of the boss's role and in this respect was
considered legitimte power. Thus the boss was seen as the
| egiti mate power hol der

(2) The co-worker relationship - "He's the Sane as Me" View
of the Co-worker Relationship - an equal partnership
The rel ationship with co-workers was seen by all informnts

as a symmetrical one, that is, informants saw the co-worker

rel ati onship as one of equality. Sinmon captured this sentinment
when he said of his co-worker, Martin, "he's the same as nme".
This view of the co-worker relationship as a symmetrica
relationship strongly influenced the informant's opinion of their
co-workers. For exanple, Julie felt annoyed when her co-workers
"make a | ot of fuss" about the biscuits she served out as norning
tea. She also felt angry with the co-worker who conmes into her
wor k dormain "too nmuch, when he's not supposed to". She considered
hi m arrogant and that his manner to he as "bossy". He treated
her, in effect, as a boss would, not as he should a co-worker
This use of power was not legitimte and therefore the rule of
co-worker equality had been breached. Sinmilarly John was annoyed
when a co-worker, M chael, breached the co-worker equality rule.
He described this infringenment:

M chael is not a team|eader or a nmanager or anything....It
is really getting under ny skin. For exanple yesterday there
were boxes that had to be noved fromthe storeroomto the
kitchen. M chael just stood there and told nme what to do,
and did none of it hinmself... he's got no right to boss ne.

The co-worker relationship was al so seen to be an
i nvoluntary relationship. Informants were unable to choose the
people with whomthey were to work. Hence there was a heavy
enphasi s on devel opi ng and nai ntai ni ng a harnoni ous rel ati onship
Wi thin such an involuntary context in order to performthe
organi zational tasks related to the workplace. In short, the
focus is centred on becomi ng a nmenber of the work group and
participating harnoniously in an involuntary rel ationship



Per haps Brian expressed this viewpoint best when he described his
co-workers as "people that you have to work with, and you have to
get on with thent

For some informants, sone co-workers were considered work
friends rather than sinply co-workers. That is, the relationship
had changed from co-worker to friend at work. A friend at work
was a co-worker whomthe informant considered a friend, but a
friend whomthe informant saw and interacted with at work only.
As Stewart said of his friends at work, "they're nmy work friends.
My other friends are ny hone friends". Yet, as recognized by al
informants, it was possible for the work-friend relationship to
develop into a generalized friend relationship, that is a friend
relationship occurring outside the work setting. However none of
the informants' work-friend rel ati onshi ps had devel oped to this
stage. | ndeed, none wi shed the relationship to devel op beyond
that of work-friend. The primary reasons given by informants were
that they saw enough of them at work and w shed to have a change
away from work and that they had sufficient friends outside work
and that there was no need for themto extend the friendship

Nonet hel ess, conditions for such a change to occur were
outlined by some of the informants. These conditions included
simlarity of interests of both parties and the desire of both
parties to change the relationship. John expl ai ned:

I also think work friendshi ps can extend outside of work
too. But sonme of them are younger and they go to coll ege.

Li ke sone of them ask these really stupid questions and you
think just | ook around you.

Simlarly Sinon indicated the differences in his lifestyle
conpared to that of his co-workers and their perceived | ack of
interest in extending the work friendship. He said:

| mean some of them see each other out of work, but | don't.
See | don't think ny lifestyle would be interesting to them
probably cause |'mmarried... They probably wouldn't be into
just com ng round and having a cup of tea or anything.
They' d want to be out on the booze or sonething.

(3) The job coach relationship - A necessary anomaly in the

wor kpl ace - View of Job Coach Relationship - "She doesn't work
here, she just cones in to see nme".
Al informants strongly affirned their need for the services

of the job coach in order to both gain and nmaintain a position in
conpetitive enploynent. The job coach was seen as a necessary
nmeans of entry into and mai ntenance of open enpl oyment. John
descri bed this when he speaks of his job coach, Mureen

W thout the noral support of Maureen it would have nade it

nore difficult... wi thout Maureen. | knew what to do - but
knowi ng that Maureen was there - in case anything should
happen - | could ask her. There was sonebody there.

Informants al so saw the job as a source of affirmation of
conpet ence. Stewart encapsul ated this view when he spoke of the
coach coming to



...just look around. Just to nake sure |I'm not making any
m stakes...| feel good about it. She tells me I'mon track
and it makes me feel |1'mdoing the job properly.

Yet at the sane tine, the job coach, unlike the boss and the
co-wor ker, was not considered a nmenber of the work culture by any
informant. As Julie said, "she doesn't work there. She cones in
to see me". In effect, the job coach was regarded as a necessary
wor kpl ace anomal y.

A further distinguishing characteristic of this workplace
relationship is that it is a relationship destined for
termnation. It is not intended that the job coach rel ationship
be maintained, but rather that it be term nated or at | east
significantly dimnished within a relatively short period of
time. Indeed each party in the rel ationship was working towards
this end. This contrasted markedly with the boss and co-worker
rel ati onshi ps where the concern was with rel ati onshi p nmai ntenance
rather than relationship term nation or dimnution. Brian
described this progression towards rel ationship terninati on, when
he said of his job coach

and he went with ne every day, and then it dw ndl ed
back. An every week it was |less and | ess until now he
doesn't conme in at all, every - well every so often, just to
check.

The dwi ndling back of the relationship was not regretted. In
fact there was a certain pride expressed by all informants in the
rel ati onship | essening in frequency because such | esseni ng was
associ ated with acknow edged conpet ence.

(4) Qutcomes of Workplace relationships - Perceived Positive
Qut cones.

A positive outconme indicated by all informants was the
satisfaction associated with carrying out their job to the boss's
satisfaction and thereby gaining the boss's approval. Perhaps
John's comment best sunmarises informants' opinion. He said:

It makes me feel really proud... It's really really nice.
take on a job and can do it properly and the manager is
happy. |'ve got to work at keeping ny job now and keepi ng

t he manager happy.

Brian al so pointed to the |ink between the boss's approva
and the security of job retention, when he said, "They nust think
| do a good job...l don't think they want to get rid of nme that
easy."

A second positive outcone was the provision of a nmeaningfu
activity, as indicated by Joanne. She said:

I was working 5 days a week which was using up all ny tine
during the day...And of course then | wasn't sitting at hone
as nuch, thinking Ch what am | going to do today. There's
not hi ng much to do.

Bri an expressed a simlar view when he talked of "Sitting
round at hone doi ng nothing... Booored", before he was able to
obt ai n enpl oyment .



The provision of additional finances enabled financia
i ndependence, as expl ained by Joanne:

...and having noney is a good thing, like |I pay board here
so like having, getting the pay fromwork is really
good...|l'm paying ny way now with Mum and Dad.

As John indicated, the provision of extra finances al so
enabl ed the purchasing of |uxury itens:

...like what you sort of see here |I think I could never be
able to afford to buy a stereo, a tv, a fridge, a mcrowave
and a washi ng machi ne.

Per cei ved Negative Qutcones

Jobs and the relationships in the work setting have a cost
too, according to these informants. One cost is that of tiredness
brought about by the increased demands of the conpetitive
conpared to the sheltered work setting. For exanple, Brian said
t hat when he conmes honme fromwork "Sonetinmes |I'mjust so tired
I'"m pooped. | just have to |lie down". John said "there are tines
when you have | ong hours and | ong days. It adds up, it really
adds up".

Additionally, time constraints inposed by work restrict the
opportunities available to both access existing relationships in
i nformants' networks and to establish other relationships. Al
i nformants stressed the prinmacy of the boss relationship over al
other relationships in their network. Therefore, the enactnent of
other relationships in the network is subordinate to the boss
relationship. For exanple, Sinon referred to his lack of tinme to
neet ot her people when he said:

Pam knows nore of the nei ghbours than ne, because |'m at
work all day. | only get to say hi to them And | don't get
out as nuch as | used to.

(5) Informants' view of self as workers in ordinary jobs - A
person who sees himor herself as valued, a conpetent person with
a disability.

Working in an "ordinary job", engendered in all infornmants
with a nmeasure of personal worth and social status,
substantiating Fine's (1986, p. 185) view that in our society
"peopl e derive much of their identity fromtheir occupation".
Work fulfilled the role of giving thema valued standing in the
comunity. John said "People |ook at your differently. They say
he's got a job and he's holding it down. He's responsible".

Bei ng a taxpayer was also a desirable status indicated by
both Brian and Si non. Perhaps Sinon best expressed this view when
he sai d:

| earn my own noney. | don't get a handout fromthe
government...l'ma person. |I'ma taxpayer, |'ma citizen
now. |'mputting ny bit in, instead of just going to the
wor kshop and comi ng home. I'mon the records in the

government, not just put away in a workshop



Jobs and the relationships in the work setting have a cost
too, as indicated above. But this was a small price to pay. The
gai ning of a valued identity, according to all informants, far
out wei ghed the costs associated with gaining and mai ntai ni ng work
in conpetitive enpl oynent.

A person who is disabled but conpetent

This group of people made very little attenpt to cover their
disability. Rather there was a concern with proving that they
wer e conpetent people despite having a disability. For sonme there
was a concern to prove oneself to their former service. For
exanpl e Sinon told of the counsellor at Wangara Rehabilitation
Centre who had inforned himand his nother that he woul d never
get job and would al ways work in a workshop. He had proved him
wr ong.

Thus, work in conpetitive enploynent was seen by this group
of people to provide themwith a valued identity. There was no
attenpt to hide their disability. They still saw thenselves as a
person with a disability, but as a conpetent person with a
di sability, having proved to significant others that they were
able to carry out the requirenents of an "ordinary" job.

These informants found that to gain and naintain a
personal |y valued identity, it was necessary to beconme a nenber
of the work culture. Menbership of this culture was acconpli shed
by firstly pleasing the boss and provi ng oneself as a capable
wor ker and secondly by nmintaini ng harnoni ous rel ationships with
their co-workers. The term nation or mninmisation of the job
coach relationship was the final indicator

I nmplications fromthe findings

This study has described in some detail the perceptions of
their workplace rel ationships held by six people with a mld
intellectual disability enployed in conpetitive enpl oynent
settings. The utility of the synbolic interactionist approach
under pi nning the study was evident in the exploration of the
rel ati onshi p neani ngs and perceptions held by the informants
themsel ves. Work in conpetitive enployment for these people was
shown to contribute significantly to the attainnent of a
personal |y val ued identity.

It is interesting to note, however, that for this group of
peopl e, work was not seen as the forumin which to expand their
soci al network. None was interested in pursuing friendships
devel oped at work to settings outside of work. Work fulfilled a
different role for these people. Rather it fulfilled the role of
giving thema valued identity. Yet, at the sanme tinme, informants
acknow edged that it was possible for work friendships to devel op
into nore generalised friendships. |Indeed, sone informants
suggest ed what they saw as necessary requirenents for the
extension of such friendshi ps beyond the work setting. Wth this
in mnd, it is inportant, therefore, that people with
disabilities working in conpetitive enploynent develop the
requisite skills to enable them should they desire, to extend
t hese friendshi ps.

The study al so detailed the informants' perception of the
j ob coach as a necessary anomaly in the workplace. Informants



found the support of the coach vital not only in devel oping job
conpet ence, but also as a source of ongoing support to guard

agai nst job term nation. Yet, at the sane tinme, because the coach
was not a nmenber of the workplace culture, sone informants found
difficulties in interacting with the coach in the work setting.

It might be said that increasing the use of co-workers as natura
supports (i.e., nenbers of the work culture) might assist in
obviating this dilemua.4 However, informants stressed very
strongly the need for adherence to the rule of co-worker equality
in the devel opment and nai nt enance of harnmoni ous co-worker

rel ati onshi ps. Care nust therefore be taken in the use of natura
support systenms to ensure that the co-worker equality rule is not
br eached.

Further, it is inportant to note, as Duck (1992) argued,
that relationships do not operate in isolation. They are an
integral part of a person's social network and both affect and
are affected by other relationships within this network. Hence it
is inmperative that workplace relationships are al so considered in
the context of other relationships within the person's socia
networ k of personal relationships and that the interconnections
anong these rel ati onshi ps be expl ored.

Finally, and perhaps nost inportantly, this study
denonstrated the meani ngful and val uable role that people with an
intellectual disability should and nust play in disability
research efforts. The strategies used in this study denonstrated
the conpetence and willingness of people with an intellectua
disability to discuss seemingly conplex issues in their lives
such as personal relationships. The inplications for
col | aborative research with people with an intellectua
di sability, rather than research on them are patent.

| nportance, value and role of integrated enpl oynent

Open, integrated enploynent has consistently been viewed as
an inportant and i ndeed essential forumthrough which people with
disabilities can gain greater status, acceptance and inclusion in
mai nstream soci ety. Increasingly, such work has been assuned to
provi de numerous positive personal and financial outcones,
despite the rapid changes occurring the nature of work itself.
Moreover, in recent years, work has been seen as an inportant
vehi cle through which social integration and friendships can be
devel oped and extended for people with disabilities. |Indeed, many
have assuned that by increasing presence or physical integration
in open enploynment settings, opportunities for real socia
i nclusi on woul d occur and friendshi ps anong people with and
wi t hout disabilities could be fostered. One wonders to what
extent avail able research supports such hopes and assunpti ons?

Certainly all six people with an intellectual disability who
were involved in the participatory research study affirnmed the
i mportance of work for themin establishing a valued identity.
They considered the benefits associated with increased persona
worth and status that were gained fromwork far outweighed the
cost of increased fatigue and less tine at hone or in the
nei ghbour hood for self and for other relationships. These
i ndi vi dual s appeared to be under a burden to prove thenselves to
self, to famly, to conmmunity and to co-workers wi thout
disabilities and the vehicle by which they managed this was open



enpl oynment. Yet, contrary to expectation, work was not perceived
as the forumin which to expand their social networks. These
i ndi vi dual s had beconme aware of the involuntary nature of work
rel ati onshi ps, the inportance of harnony, and very aware of the
di stincti on between work friends and other friends. But not one
of the work relationships had progressed to other friendships at
the tinme of the study. Indeed, our work has found that workers
with disabilities were in the workforce, but not necessarily part
of the workforce

The national survey also identified that the nmgjority of

enpl oyees with a disability were performng |ow skill [evel jobs
that would be classified as entry-level jobs. These mainly
i nvol ved repetitive tasks of mnimumskill |evel that required

little initiative, decision nmaking or additiona

responsi bilities. Enployees with a disability were generally
under the direction and supervision of others. Although the | ow
skill, low status and consequently | ow wages gai ned may be partly
expl ai ned by the fact that as nany as 44% were in their first
year in enploynment, and only a small proportion had been enpl oyed
for any length of time, the fact remains that jobs were
substantially | abour intensive and |low in status and
responsibility.

The extent to which people with disabilities, especially
those who have an intellectual disability, can progress from
typically low status, |ow paid jobs and experience career
enhancenent opportunities renmains to be seen. The position nay be
anal ogous to wonmen who initially remined in |low | evel, |low paid
positions for many years after gaining access to the workforce
before attitudes changed, conpetencies were recogni zed and
opportunities for advancenment were made avail able. Changes in
status were acconpani ed by greater respect and inclusion in many
facets of |life. Gven the current position, a major challenge for
service providers is to now ensure that training and support
provi ded to people with disabilities in integrated enpl oynent not
only maxinm zes their enploynent opportunities, but addresses
career growth and advancenent goal s.

Changing attitudes in the work place

I nportantly, sone attitudes towards people with disabilities
in enpl oynent do appear to be changi ng. The national survey
identified essential elements contributing to successfu
pl acenent and nmi ntenance of people with disabilities in
enpl oyment with an enphasis on social integration issues.
Respondents strongly endorsed positive attitudes towards
i ntegrated enpl oynent for enployees with a disability and
supported both physical and social integration practices. Based
on direct experience with workers who had a disability,
respondi ng supervisors, co-workers and enpl oynent specialists
generally agreed that workers with a disability fitted into the
wor kpl ace, were productive nenbers of the workforce and shoul d
have the sane conditions as everyone el se. They al so agreed they
coul d make good friends in the workpl ace, have cl ose persona
friendships |ike everyone el se, and should be included in the
soci al activities of the workpl ace.

Physi cal integration was evident as judged by enpl oyees with
di sabilities working along side workers wi thout disabilities



usi ng common areas and attendi ng staff meetings and ot her
rel evant work neetings. However, physical |ocation appeared to be
a pragmatic consideration, nore dependent on the actual nature of
the job description and the work tasks rather than having
anything to do with the phil osophical debate over integration or
segregation. There did appear to be facets of social integration
in place, but factors affecting active participation in the
social life of the workpl ace appeared to relate nore to the
personality, conmunication style and skill level of the
i ndi vi dual rather than nmere presence in an integrated setting.
However, nost observed contact situations involved the
targeted supported enpl oyees and the job supervisors (63% and in
these as in all other interactions targeted supported enpl oyees
were for the npbst part "passive interactors” initiating far fewer
i nteractions than they received. While supervisors were concerned
al nost exclusively with productivity and fornmal task demands,
they tended to be highly directive in their interactions and
concei ved of integration as the opportunity for supported
enpl oyees to work in the same work settings as non-di sabl ed
people. This did not necessarily allow supported enpl oyees to
focus on increasing interactions or building relationships or to
becone fully part of the total work force. Instead, the
supervisors in this study sought to help individuals with a
disability to accept their disabilities and becone productive
menbers of the integrated work group. It appears that there are
still attitudinal and pragmatic barriers towards integrating
i ndi vi dual s who have high support needs and especially towards
those who are nore passive and experience difficulty in supplying
the reciprocity in social relationships.

CONCLUSI ON

Strategies to support people with disabilities in open,

i ntegrated enpl oynent have resulted in increased nunbers entering
enpl oynent in the past decade. Despite these advances, it is now
clear that nost enploynent is being secured in entry |eve
positions that are lowin status, skill |evel and remuneration
These positions have provided physical integration opportunities
that were assuned would result in greater social inclusion, but
this, as yet, appears patchy.

Certainly supported enpl oynent has enabl ed individuals who
have severe disabilities to enter into integrated work settings
that were not previously available. Furthernore, the nationa
study identified that a wi de range of jobs was being accessed by
people with disabilities although they were generally at the
entry level point. Although the Iow status and skill level is an
i ssue for concern, increasing know edge about the task and non-
task related skills and behaviours that are required across
various work cultures provides a platformfromwhich to advance.
As enpl oynment specialists address career growth goals, it is
hoped that significant changes in this position can occur

Meanwhi | e, across all these settings, it is encouraging to
recogni ze that actual experiences of working with people with
disabilities appear to have enhanced the attitudes of supervisors
and co-workers towards these workers. The mgjority of supported
enpl oyees were viewed as val uabl e workers who had a right to be
in the work force and who had the opportunity to make friends



and, generally, blend into the work culture.

Endnot es
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acknow edged.

2. See Parnmenter (1999) for a detailed analysis of the
policy changes in Australia in the area of enploynent for people
with a disability in the period 1985-1999.

3. For a detailed report of this study see, Knox, M, Mok,
M & Parnmenter, T.R (2000).

4. See Farris & Stancliffe (2001).
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