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Once funky, always funky: 
Building inclusive work 

environments from Day One
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Five Themes
(If I’d known then what I know now.)
1. Appreciating the significance of the valued social role 

of employee, while minimizing the footprint of the 
human service client role. 

2. Starting with what’s typical and valued instead of 
special.

3. Learning about a person’s interests, conditions, and 
contributions instead of using test scores.

4. Focusing on relationships, belonging, commonality 
and competencies instead of becoming overwhelmed 
by a person’s differences.

5. Recognizing the power of mindsets and expectancies.
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Always learning.
Staying curious.  
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Topics for today

■ Five Themes

■ Origins of “once funky, always funky”

■ How supports got to be funky

■ Why it may be difficult to change from funky

■ Principles and practices to move from funky 
to typical and valued ways of life
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Origins of:
“Once funky, 

always funky” 
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Natural Supports Research
■ typical business practices result in:

– better integration and interaction with non-disabled co-
workers

– higher wages
■ greater hours of direct support result in:

– less typical orientation and training*
– lower wages and less typical compensation package*

 *regardless of level of disability 
■ “…these data show that if a person’s employment features and 

conditions are atypical in the beginning, then their employment is 
likely to continue to be atypical over time.” (In other words, it’s 
important to begin the right way; very difficult to change later.)

Mank, et al. (1997) Analysis or Typicalness of Supported Employment Jobs, Natural Supports, and Wage and 
Integration Outcomes. Mental Retardation
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How supports
got to be funky
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How supports got to be funky

■ Readiness mindset and programs that don’t get people 
ready
– Sheltered workshop readiness
– Work experience readiness
– Corporate readiness

■ Job “placements” without support
■ Job “placements” with too much support

8
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Sheltered Workshop Readiness
(Disability Enterprises)
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o If an individual with a severe disability entered the 
continuum in a day-activity program and progressed 
through the continuum at the estimated average 
rate…

o he or she would spend 37 years preparing for a work-
activity center… 

o another 10 years in such a center before moving to a 
workshop, and 9 more years in a regular program 
workshop.  

o In other words, an individual who entered this 
continuum upon completing school at age 21 would 
begin his or her first job at age 77. 

Bellamy, Rhodes, Mank and Albin (1988) Supported Employment: A Community Implementation Guide Paul 
H. Brookes Publishing Co., Baltimore, 1988. 

Demystifying congregated/segregated 
vocational “readiness”
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Work transition readiness via 
predetermined sites for students
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How supports got to be funky

■ Readiness mindset and programs that don’t get people 
ready
– Sheltered workshop readiness
– Work experience readiness
– Corporate readiness

■ Job “placements” without support
■ Job “placements” with too much support
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Job placements without support
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How supports got to be funky

■ Readiness mindset and programs that don’t get people 
ready
– Sheltered workshop readiness
– Work experience readiness
– Corporate readiness

■ Job “placements” without support
■ Job “placements” with too much support
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Job placements with too much support
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job coaching problems identified

1. Fading the presence of the job coach may be 
difficult.

2. Job coach presence may be obtrusive. People may 
behave differently.

3. Job coaches may call attention to and exaggerate 
the disability of supported employees and contribute 
to their stigmatization.

Nisbet & Hagner, (1988) “Natural Supports in the Workplace: A Reexamination of Supported 
Employment” 
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Five Themes
(If I’d known then what I know now.)
1. Appreciating the significance of the valued social 

role of employee, while minimizing the footprint of 
the human service client role. 

2. Starting with what’s typical and valued instead of 
special.

3. Learning about a person’s interests, conditions, and 
contributions instead of using test scores.

4. Focusing on relationships, belonging, commonality 
and competencies instead of becoming overwhelmed 
by a person’s differences.

5. Recognizing the power of mindsets and expectancies.
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Why it may be 
difficult to change 

from funky 

21

Why it may be difficult to 
change from funky 
■ Human service models may be slow to change (even when we 

know better)
– Data from 2023 study on the Essential Elements of 

Customised Employment
– “Everybody can work” causes significant problems for service 

systems developed under opposed assumptions
– Structural problems – service funding
– Professional develop is a low priority

■ Wrestling with the complexity of choice – Do you want to work?
■ People with disability captured in human service client role and 

human service people captured in “provider” role

22
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The Essential Elements of Customized 
Employment for Universal Application

WINTAC and Y-TAC 
partnered with MG&A, 
Griffin-Hammis, TransCen, 
Inc. and Virginia 
Commonwealth University to 
develop Essential Elements 
of Customized Employment.
These elements provide the 
opportunity for universal 
application across service 
delivery and training 
providers.  

©2022, Marc Gold & Associates.  All rights reserved.
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From the Essential Elements of 
Customized Employment for Universal 
Application (June 2017)

1. Determination of the individual’s interests, conditions and 
contributions should be the result of a qualitative approach 
of Discovery.

2. And this qualitative “no fail” process presumes that all 
individuals can work.

3. The planning meeting should be held in a timely manner 
following Discovery.

4. Customized Employment occurs in businesses in the 
community or in businesses owned by the individual.

5. Involves negotiation of job duties. Job Supporters should 
avoid job openings and the typical personnel process when 
approaching targeted employers.

6. Requires individualization, involving a job for one person.
7. Negotiated pay of at least the minimum wage.

©2022, Marc Gold & Associates.  All rights reserved.
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8. Job Supporter “agents” are used to represent the job 
candidate. 

9. Job Supporters should develop strategies for assisting 
employers to identify specific areas in which the business 
might benefit. 

10. The Job Supporter’s primary customer in Customized 
Employment is always the job candidate.

11. Job Supporters should emphasize an informational 
relationship with potential employers.

12. Job Supporters should negotiate a support plan with 
employers that honor typical ways of new employee 
instruction and support as much as possible.

13. Customized Employment facilitates mutually beneficial 
voluntary employment relationships.

©2022, Marc Gold & Associates.  All rights reserved.

From the Essential Elements of 
Customized Employment for Universal 
Application (June 2017)
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What’s known versus what’s 
practiced 
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What’s known versus what’s 
practiced 

Inge, et al, 2023
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Why it may be difficult to 
change from funky 
■ Human service models may be slow to change (even when 

we know better)
– Data from 2023 study on the Essential Elements of 

Customised Employment
– “Everybody can work” causes significant problems for 

service systems developed under opposed assumptions
– Structural problems – service funding
– Professional develop is a low priority

■ Wrestling with the complexity of choice – Do you want to work?
■ People with disability captured in human service client role and 

human service people captured in “provider” role
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Work transition readiness via 
predetermined sites for students
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Appreciating the complexity of choice

From EFE, Hope Leet Dittmeier

33
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Choice is developmental

People learn to make decisions over a  
lifetime; they do not learn how to 
make  good choices overnight.

From EFE, Hope Leet Dittmeier
©2022, Marc Gold & Associates.  All rights reserved.
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Choice is interdependent

People typically rely on trusted allies to 
help make good decisions.

From EFE, Hope Leet Dittmeier
©2022, Marc Gold & Associates.  All rights reserved.

35
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Choice implies alternatives
People we support won’t actually have  

genuine choices until we embrace 
service  strategies that afford 
alternative,  personalized options –
where, who, how,  when, etc.

From EFE, Hope Leet Dittmeier
©2022, Marc Gold & Associates.  All rights reserved.
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Most people tend to choose ...

§ What is familiar

§ What is certain, less risky

§ What is simple, concrete

§ What is quick, immediate

§ What requires less investment

§ What we think others want us to choose

From EFE, Hope Leet Dittmeier
©2022, Marc Gold & Associates.  All rights reserved.
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Why it may be difficult to 
change from funky 
■ Human service models may be slow to change (even when we 

know better)
– Data from 2023 study on the Essential Elements of 

Customised Employment
– “Everybody can work” causes significant problems for service 

systems developed under opposed assumptions
– Structural problems – service funding
– Professional develop is a low priority

■ Wrestling with the complexity of choice – Do you want to work?
■ People with disability captured in human service client role and 

human service people captured in “provider” role
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Early Example of “Job Coaching”

early ‘80s

39

Principles and 
practices to move 

from funky to typical 
and valued ways of life
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Principles and practices to 
move from funky to typical and 
valued ways of life

■ Discovery
■ Customised Employment
■ CVA 
■ Mindsets and Expectances
■ Follow-up

41

Principles and practices to 
move from funky to typical and 
valued ways of life

■ Discovery
■ Customised Employment
■ CVA 
■ Mindsets and Expectances
■ Follow-up
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Discovery Characteristics
§ Beginning with the person, not the job
§ Finding ways to promote genuine involvement, 

opportunities for contribution and personal growth – 
rather than settling for keeping people busy, happy…

§ Testing preconceived notions. (“Everybody knows that 
Tim can’t _____.” vs. “Are there circumstances where 
Tim can ___?”)

§ Thinking in questions.

§ Beginning with familiar.

§ Moving toward new/novel.
©2022, Marc Gold & Associates.  All rights reserved.
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What we usually 
know about the 
people we try to 
assist – just the 
tip of the iceberg

We need to 
know much 
more

The Iceberg Analogy of Discovery

©2022, Marc Gold & Associates.  All rights reserved.
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Lessons Learned through Discovery

Discovery as a way to avoid:
– Congregation and segregation
– Low/limiting expectations
– Tasks not fitting – not interesting, not challenging, low pay
– Getting “readiness” – simulations and approximations of the 

real thing instead of the real thing
– Place and Pray - Arbitrary “placements” performing low 

status tasks, without regard for interest or fit, in typically 
high-turnover businesses 

©2022, Marc Gold & Associates.  All rights reserved.
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§ Conditions for Success
§ Interests toward an aspect of the Labor Market
§ Potential Contributions to Employers

©2022, Marc Gold & Associates.  All rights reserved.

Three facets of learning in Discovery

47

1. Conditions – What needs to be in place for this person to be at 
his or her best? 

Organizing three facets of learning in 
Discovery

Conditions – examples
– Types of tasks/activities
– Setting/environment features
– People/social situations
– Routines/rituals
– Timing/pace/scheduling
– Learning and support strategies/approaches/

©2022, Marc Gold & Associates.  All rights reserved.
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2. Interests are characteristics that provide direction toward a certain 
area of life.  These should be stated in the broadest possible 
manner.
– Can’t simply rely on “What would you like to do?”
– What kinds of things does the person do on his or her own, 

without request from others? 
– Especially seeking interests that are typical for age, gender, & 

culture that are most highly valued. 
– Given the person’s strongest contributions, are  there areas 

of interest that should be  explored?
– Often requires exploration, translating what is already known 

into new possibilities.

Organizing what we’re learning in 
Discovery

©2022, Marc Gold & Associates.  All rights reserved.
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Tim’s interests to be discerned

©2022, Marc Gold & Associates.  All rights reserved.
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Sam’s clear interests

51

Translation puzzler

Claw machine expert

©2022, Marc Gold & Associates.  All rights reserved.
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2. Contributions – Including:  Skills, Personality characteristics, 
Credentials, Experiences, Recommendations & Connections, 
Resources, Knowledge, and Passion
– Skills – e.g., innate mechanical ability, makes minute 

discriminations, an excellent cook
– Personality – e.g., generous, hard-working, or determined
– Credentials – secondary school diploma
– Experiences - survived institutionalization, or success with 

weight watchers
– Recommendations - Aunt/Uncle own a neighborhood café
– Resources – e.g., sewing machine, or camera
– Knowledge – e.g., sports facts, or species of plants
– Passion – e.g., the environment, gender equality, social justice

Organizing what we’re learning in 
Discovery

©2022, Marc Gold & Associates.  All rights reserved.
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Keeping in mind…
Searching for the most valued 
options
Imagining what could be, not 
just what’s currently in place 
or readily available

Conditions

Inter
ests Contributions

Intersection of 
Discovery 
Characteristics
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Principles and practices to 
move from funky to typical and 
valued ways of life

■ Discovery
■ Customised Employment
■ CVA 
■ Mindsets and Expectances
■ Follow-up
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The Essential Elements of Customized 
Employment for Universal Application

WINTAC and Y-TAC 
partnered with MG&A, 
Griffin-Hammis, TransCen, 
Inc. and Virginia 
Commonwealth University to 
develop Essential Elements 
of Customized Employment.
These elements provide the 
opportunity for universal 
application across service 
delivery and training 
providers.  

©2022, Marc Gold & Associates.  All rights reserved.
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The Business Case for Customized Employment: 
Balancing the Equation (variation of this slide on page 59)

Job Candidate
1. Addressing Conditions 

for success
2. Focus on Interests 

related to work
3. Specific Contributions

Business
1. Addressing unmet 

needs of business
2. Tasks that enhance the 

business
3. Tasks better performed 

by others

©2022, Marc Gold & Associates.  All rights reserved.

Explore 3 primary areas of a targeted business:
1. Employees 2. Work Setting 3. Customers

57
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Julia – study of culture, workers, 
identifying fitting tasks on Jack’s behalf

Lifeline

59

■ Tasks completed with 
team would be 
motivating.

■ Clear range of 
correctness when task 
is completed

■ Lots of judgment with 
cleaning

■ Working alone
■ Image vulnerability – 

working with 
children's books

Not saying yes to everything
üYes! ✗No!

60
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Lifeline - Employer Needs & Benefits Analysis

©2022, Marc Gold & Associates.  All rights reserved.

Explore in these 3 areas 

➡
Explore 3 business 

benefits: ⬇

Employees Work Settings Customers

1. Unmet Need

Boxes piling up - 
employees cut them 
when they get a 
chance

2. Tasks that Enhance 
Business 

Greeting and taking 
items from customers 
helps to reduce waiting 
lines.

3. Tasks Better 
Performed by Others

Would make it easier 
if someone could 
focus on taking items 
from general area to 
specific sorting area 

61

Lifeline Unilodge 

UniLodge 

Julia – study of culture, workers, 
identifying fitting tasks on Jack’s behalf
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UniLodge - Employer Needs & Benefits Analysis

©2022, Marc Gold & Associates.  All rights reserved.

Explore these 3 areas ➡

Explore 3 business 
benefits ⬇:

Employees Work 
Settings Customers

1. Unmet Need

2. Tasks that Enhance 
Business 

Enhance customer 
experience if packages could 
be delivered to their room (in 
development)

3. Tasks Better 
Performed by Others

Logging parcels

Giving parcels to 
students at 
reception 

63

Jack’s UniLodge Tasks
1. Handle package 

deliveries, 
2. Use camera to capture 

package details for 
tracking and security 
purposes

3. Log package 
information into internal 
system

4. File packages 
alphabetically

5. Serving students at 
reception for parcel 
collection

6. Parcel delivery to 
students

7. File letters into student 
pigeonholes

8. Issuing temporary key 
cards for residents 

9. Weekly room audit
10. Bike audit
11. Scanning student ID 

during intake
12. Event set up for Res 

Life

Award wage, 5 days a week 2-2.5 hours a day

64
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Principles and practices to 
move from funky to typical and 
valued ways of life

■ Discovery
■ Customised Employment
■ CVA 
■ Mindsets and Expectances
■ Follow-up

65

Culturally valued analogue (CVA)

A Societal Practice:

§ Which can be encountered with at least reasonable 
frequency in the valued sector of society.

§ With which most members of society would be 
familiar.

§ Of which most members of the society would hold 
mostly positive expectations and images.

In other words:

§ “What happens for people who have a societally 
valued status – having the same age, gender and 
culture?”

66
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Beginning with Ways that are 
Typical and Valued

“Just like everyone else” 

As much as possible.  

67

CVA Employment Questions 

How do people find fitting jobs? 

How do people typically learn their jobs?

How are people compensated for their work?

What’s considered a desirable job?

68
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Five Themes
(If I’d known then what I know now.)
1. Appreciating the significance of the valued social 

role of employee, while minimizing the footprint of 
the human service client role. 

2. Starting with what’s typical and valued instead of 
special.

3. Learning about a person’s interests, conditions, and 
contributions instead of using test scores.

4. Focusing on relationships, belonging, commonality 
and competencies instead of becoming overwhelmed 
by a person’s differences.

5. Recognizing the power of mindsets and 
expectancies.

69

Lifeline Unilodge 

UniLodge 

Julia – study of culture, workers, 
identifying fitting tasks on Jack’s behalf
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Gus at Martino’s - new tasks 
over time

71

Gus at Martino’s - new tasks 
over time
Initial Tasks
■ Brushing hair off shoulders
■ Folding capes
■ Sweeping the floor
■ Wiping down chair and 

bench
■ Disinfecting combs
■ Bringing hot towels
■ Greeting clients
■ Emptying the bins

New Tasks
■ Ordering coffee for clients
■ Preparing cut throat razor
■ Learning the product 

names
■ Restocking shelves
■ Setting up decorations
■ Mixing hair colours
■ Preparing right number of 

hot towels

72
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Gus at Martino’s - new tasks 
over time
Planned future learning
■ How to charge for extra services and products
■ Making bookings
■ Crew cuts
■ Other hairdressing skills
■ Selecting the day’s playlist – generation appropriate!

73

Five Themes
(If I’d known then what I know now.)
1. Appreciating the significance of the valued social 

role of employee, while minimizing the footprint of the 
human service client role. 

2. Starting with what’s typical and valued instead of 
special.

3. Learning about a person’s interests, conditions, and 
contributions instead of using test scores.

4. Focusing on relationships, belonging, commonality 
and competencies instead of becoming overwhelmed 
by a person’s differences.

5. Recognizing the power of mindsets and 
expectancies.
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Principles and practices to 
move from funky to typical and 
valued ways of life

■ Discovery
■ Customised Employment
■ CVA 
■ Mindsets and Expectances
■ Follow-up
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The Power of Mindsets and 
Expectancies
Mindsets are powerful shapers of action – our 
mindsets govern what we see, what we 
perceive, and how we respond to the world 
around us and the people we encounter. 
- Betsy Neuville
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Mindsets

Devalued/Special
Segregated
Congregated

Special Forever
Readiness
Simulations
Approximations

Valued/CVA

Valued Social 
Roles

Mindsets and Expectancies

77
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Experiences are especially likely to 
leave powerful impressions when 
they are:

o First Impressions
o Experienced early in life
o Intense
o Confirming of earlier stereotypes
o Dramatically counter to expectations

79

Negative Mindset 
“Shatterers”

See above.
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Principles and practices to 
move from funky to typical and 
valued ways of life

■ Discovery
■ Customised Employment
■ CVA 
■ Mindsets and Expectances
■ Follow-up

81

Follow-up – Julia 
Shumaker’s insight
■ In Jack and Julia’s conference presentation last May in 

Canberra, Julia talked about her follow-up in Jack’s jobs at 
Lifeline and UniLodge as “targeted.”

■ What do you think she means by the term “targeted”?
■ What would be some examples?
■ What would be the risk of follow-up not being “targeted,” 

and what would be the risk?

82
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Follow-up – Peter Symond’s 
insight
■ In telling his story about Clinton’s job at Target, in Burnie 

Tasmania where he’s been recognized as the longest 
serving employee, 17 years, Peter says this:

■ “You’ve got to be there for the long haul. For Clinton,  17 
years fading in and fading out on the job as needed. Natural 
supports are powerful. What I’ve come to understand is that 
its not a case of either natural supports or paid supports - 
it’s both and they fluctuate.”

■ What kinds of changes could there be at Target over the 
period of 17 years? What could be the cost of not staying in 
touch with Clinton and other store personnel? 

83

As open 
employment 
evolved…

ü there’s been more 
focus on personally 
fitting work  - 
starting with the 
person, not the job

©2022, Marc Gold & Associates.  All rights reserved.
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As open  
employment 
evolved…

ü there’s been more focus 
on learning how 
instruction and support 
are typically provided – 
the primary role of 
employee (instead of 
human service client)

©2022, Marc Gold & Associates.  All rights reserved.
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As open 
employment 
evolved…

ü there’s been more 
focus on negotiating 
jobs of mutual benefit 
for employee and 
business instead of 
being limited to job 
descriptions.

©2022, Marc Gold & Associates.  All rights reserved.
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©2022, Marc Gold & Associates.  All rights reserved.

Thank you!
miltontyree@icloud.com
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