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National Employer Survey
Concerns & Opportunities for Service Providers

at least one person with a disability in the past three 
\HDUV�XVHG�D�QRQ�SUR¿W�RU�FRPPXQLW\�EDVHG�VHUYLFH�
SURYLGHU�DJHQF\��DQG�����XVHG�D�VWDWH�RU�IHGHUDO�
VHUYLFH�SURYLGHU�DJHQF\��H�J���9RFDWLRQDO�5HKDELOLWD-
WLRQ��2QH�6WRS�&DUHHU�&HQWHUV���DV�VRXUFHV�RI�UHFUXLW-
PHQW�IRU�MRE�FDQGLGDWHV�ZLWK�GLVDELOLWLHV�

Y�Many employers don’t perceive service 
providers as particularly effective.�2I�WKH�FRPSD-
QLHV�ZKR�UHSRUWHG�XVLQJ�VHUYLFH�SURYLGHUV��.HVVOHU�
12'�IRXQG�WKDW�RQO\�RQH�WKLUG�������UHSRUWHG�WKDW�
WKH\�KDYH�EHHQ�HIIHFWLYH��YHU\�HIIHFWLYH��RU�H[WUHPHO\�
HIIHFWLYH�DW�KHOSLQJ�WR�UHFUXLW��KLUH��DQG�UHWDLQ�HPSOR\-
HHV�ZLWK�GLVDELOLWLHV��7KH�PDMRULW\�RI�HPSOR\HUV�������
YLHZHG�VHUYLFH�SURYLGHUV�DV�RQO\�VRPHZKDW�HIIHFWLYH��
ZKLOH�����VDZ�WKHP�DV�QRW�HIIHFWLYH�DW�DOO�

Y�Some employers feel service providers do not 
provide quality candidates.�2YHUDOO������RI�HP-
SOR\HUV�VWDWHG�WKDW�WKH\�GLG�QRW�XVH�VHUYLFH�SURYLGHUV�
EHFDXVH�WKH\�GLG�QRW�SURYLGH�TXDOLW\�FDQGLGDWHV��:KLOH�
.HVVOHU�12'�IRXQG�WKDW�WKLV�LV�OHVV�RI�DQ�LVVXH�WKDQ�
WKH�RWKHU�UHDVRQV�VWDWHG�IRU�QRQ�XVH�RI�VHUYLFH�SURYLG-
HUV��LW�LV�VWLOO�RI�FRQFHUQ��LQ�SDUWLFXODU�VLQFH�RQH�LQ�¿YH�
KXPDQ�UHVRXUFH�PDQDJHUV�������IHOW�WKLV�ZDV�DQ�LVVXH�
�FRPSDUHG�WR�RQO\����RI�VHQLRU�H[HFXWLYHV���

Y�Many employers don’t see value in provider 
services. 2I�WKH�HPSOR\HUV�VXUYH\HG�ZKR�LQGLFDWHG�
WKDW�WKH\�GLG�QRW�XVH�VHUYLFH�SURYLGHUV�WR�KLUH�SHRSOH�
ZLWK�GLVDELOLWLHV��QHDUO\�KDOI�������VWDWHG�WKDW�WKH\�
GLGQ¶W�KDYH�D�QHHG�IRU�WKH�VHUYLFHV�WKH\�RIIHU��$GGL-
WLRQDOO\������RI�WKHVH�HPSOR\HUV�ZHUH�QRW�HYHQ�DZDUH�
RI�VHUYLFH�SURYLGHUV�

Y�Employers are interested in the types of ser-
vices available from service providers.�'HVSLWH�WKH�
H[SUHVVHG�ODFN�RI�LQWHUHVW�LQ��DQG�ODFN�RI�DZDUHQHVV�RI��
WKH�VHUYLFHV�RIIHUHG�E\�SURYLGHUV��WKH�VXUYH\�UHVXOWV�
PDGH�FOHDU�WKDW�HPSOR\HUV�are interested in these types 
RI�VHUYLFHV��:KHQ�DVNHG�ZKLFK�VHUYLFHV�ZRXOG�EH�
PRVW�KHOSIXO��DOPRVW�WZR�WKLUGV�������VDLG�DVVLVWDQFH�

By David Hoff,
Institute for Community Inclusion,  
UMass Boston

$ UHFHQW�QDWLRQDO�VXUYH\�LQGLFDWHV�VLJQL¿FDQW�FRQFHUQV�E\�HPSOR\HUV�UHJDUGLQJ�WKH�VHUYLFHV�
SURYLGHG�E\�RUJDQL]DWLRQV�WKDW�DVVLVW�MRE�

VHHNHUV�ZLWK�GLVDELOLWLHV��7KH�VXUYH\�DOVR�LGHQWL¿HV�RS-
SRUWXQLWLHV�IRU�WKH�GLVDELOLW\�VHUYLFH�V\VWHP�WR�EH�PRUH�
UHVSRQVLYH�WR�EXVLQHVV�QHHGV��

7KH�VXUYH\�RI�����KXPDQ�UHVRXUFH�PDQDJHUV�DQG�
VHQLRU�H[HFXWLYHV�ZLWK�FRPSDQLHV�ZLWK����RU�PRUH�
HPSOR\HHV�ZDV�FRQGXFWHG�LQ�$SULO������E\�+DUULV�
,QWHUDFWLYH��RQ�EHKDOI�RI�WKH�.HVVOHU�)RXQGDWLRQ�DQG�
WKH�1DWLRQDO�2UJDQL]DWLRQ�RQ�'LVDELOLW\��12'���DQG�
UHOHDVHG�WKLV�SDVW�2FWREHU�

:KLOH�.HVVOHU�12'�WRRN�D�FRPSUHKHQVLYH�ORRN�DW�
WKH�YLHZV�RI�EXVLQHVV�UHJDUGLQJ�HPSOR\PHQW�RI�SHRSOH�
ZLWK�GLVDELOLWLHV��WKLV�DUWLFOH�IRFXVHV�RQ�WKH�VXUYH\¶V�
¿QGLQJV�LQ�WHUPV�RI�SHUFHSWLRQV�RI�VHUYLFH�SURYLGHUV��

Y�$�SHUFHLYHG�ODFN�RI�TXDOL¿HG�FDQGLGDWHV�LV�D�
major issue. 2WKHU�WKDQ�D�ODFN�RI�MRE�RSHQLQJV��OLNHO\�UH-
ODWHG�WR�HFRQRPLF�FRQGLWLRQV���WKH�PDLQ�UHDVRQ�HPSOR\-
HUV�LQGLFDWHG�WKH\�KDYHQ¶W�KLUHG�PRUH�LQGLYLGXDOV�ZLWK�
GLVDELOLWLHV�RYHU�WKH�SDVW�WKUHH�\HDUV�ZDV�D�ODFN�RI�TXDOL-
¿HG�FDQGLGDWHV��ZLWK�����RI�HPSOR\HUV�LQGLFDWLQJ�WKLV�DV�
DQ�LVVXH��$GGLWLRQDOO\������RI�HPSOR\HUV�LQGLFDWHG�WKH\�
ZHUH�QRW�VXUH�KRZ�WR�¿QG�TXDOL¿HG�FDQGLGDWHV��

Y�The use of personal networks is critical.�7KH�
¿QGLQJV�E\�.HVVOHU�12'�FOHDUO\�UHLQIRUFH�WKH�XVH�RI�
SHUVRQDO�QHWZRUNV�DV�NH\�WR�D�VXFFHVVIXO�MRE�VHDUFK��
2I�WKH�HPSOR\HUV�VXUYH\HG�ZKR�KDG�KLUHG�DW�OHDVW�RQH�
SHUVRQ�ZLWK�D�GLVDELOLW\�LQ�WKH�SDVW�WKUHH�\HDUV��UHIHU-
UDOV�E\�FXUUHQW�HPSOR\HHV�������DQG�IULHQGV�RU�ZRUG�
RI�PRXWK�UHIHUUDOV�������ZHUH�WKH�WRS�WZR�PHWKRGV�RI�
UHFUXLWPHQW��ZLWK�RQOLQH�MRE�ERDUGV�������DV�D�PDMRU�
VRXUFH�DV�ZHOO�

Y�6HUYLFH�SURYLGHUV�DUH�D�VLJQL¿FDQW�VRXUFH�RI�
recruitment.�)RUW\�SHUFHQW�RI�HPSOR\HUV�ZKR�KLUHG�
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PXQLW\�LV�JRLQJ�WR�LQFUHDVH�LWV�ZLOOLQJQHVV�WR�KLUH�MRE�
VHHNHUV�ZLWK�GLVDELOLWLHV��WKHQ�LW�LV�FULWLFDO�WKDW�HPSOR\-
HUV�YLHZ�VHUYLFH�SURYLGHUV�DVVLVWLQJ�WKHVH�LQGLYLGXDOV�
DV�KLJKO\�HIIHFWLYH�DQG�FRPSHWHQW��)RU�WKLV�WR�KDSSHQ��
WKH�VHUYLFH�SURYLGHU�FRPPXQLW\�PXVW�UHWKLQN�KRZ�LW�
LQWHUDFWV�ZLWK�EXVLQHVVHV�LQ�WHUPV�RI�SURIHVVLRQDOLVP�
DQG�UHVSRQVLYHQHVV�

Y�6WURQJHU�XVH�RI�QHWZRUNV��-RE�VHHNHUV�DQG�VHU-
YLFH�SURYLGHU�VWDII�ERWK�QHHG�WR�LQWHJUDWH�WKHPVHOYHV�
ZLWKLQ�HPSOR\HU�QHWZRUNV��JLYHQ�WKH�HPSKDVLV�SODFHG�
E\�HPSOR\HUV�RQ�XVH�RI�SHUVRQDO�QHWZRUNV�WR�¿QG�MRE�
FDQGLGDWHV��7KLV�LQFOXGHV�VWUDWHJLFDOO\�DVVLVWLQJ�MRE�
VHHNHUV�WR�XVH�WKHLU�SHUVRQDO�QHWZRUNV�IRU�MRE�OHDGV��
DV�ZHOO�DV�VHUYLFH�SURYLGHU�VWDII�WKHPVHOYHV�PDNLQJ�
PD[LPXP�XVH�RI�WKHLU�RZQ�QHWZRUNV��

Next Steps
Y�Share these survey results with staff, and discuss 

WKH�DSSOLFDELOLW\�RI�WKH�UHVXOWV�WR�\RXU�VSHFL¿F�RUJD-
nization��5HWKLQN�\RXU�DSSURDFKHV�ZLWK�WKH�EXVLQHVV�
FRPPXQLW\�LQ�WHUPV�RI�RXWUHDFK��PDUNHWLQJ��VHUYLFHV�
SURYLGHG��DQG�SURIHVVLRQDOLVP��,Q�SDUWLFXODU��IRFXV�RQ�
WKH�W\SHV�RI�VHUYLFHV�WKDW�EXVLQHVVHV�VXUYH\HG�H[-
SUHVVHG�SDUWLFXODU�LQWHUHVW�LQ��DQG�HQVXUH�WKRVH�VHUYLFHV�
DUH�DYDLODEOH��WKDW�VWDII�KDYH�FRPSHWHQF\�LQ�WKRVH�
DUHDV��DQG�WKDW�HPSOR\HUV�DUH�PDGH�IXOO\�DZDUH�RI�WKH�
DYDLODELOLW\�RI�WKRVH�VHUYLFHV�

Y�Share the survey results with your local em-
ployer community��H�J���WKURXJK�WKHLU�EXVLQHVV�DGYL-
VRU\�FRXQFLO��IRU�IHHGEDFN�DQG�WR�GHWHUPLQH�LI�ORFDO�
HPSOR\HUV�KDYH�VLPLODU�SHUFHSWLRQV�

Y�5HYLHZ�\RXU�PDUNHWLQJ�PDWHULDOV�DQG�RXWUHDFK�
VWUDWHJLHV��SRVVLEO\�LQ�FRQMXQFWLRQ�ZLWK�PDUNHWLQJ�H[-
SHUWV��WR�HQVXUH�WKDW�\RX�DUH�UHDFKLQJ�WKH�ULJKW�SHRSOH�
DQG�VHQGLQJ�WKH�ULJKW�PHVVDJH�

Conclusion
7KH�.HVVOHU�12'�VXUYH\�SURYLGHV�FULWLFDO�LQVLJKWV�

LQWR�HPSOR\HUV¶�SHUFHSWLRQV�RI�WKH�VHUYLFH�SURYLGHU�
FRPPXQLW\��,W�LV�LPSRUWDQW�WKDW�VHUYLFH�SURYLGHUV�UH-
ÀHFW�RQ�DQG�UHVSRQG�WR�WKHVH�VXUYH\�¿QGLQJV�WR�FUHDWH�
PRUH�SRVLWLYH�SHUFHSWLRQV��DQG�WR�VWUHQJWKHQ�VHUYLFHV�
WR�DVVLVW�MRE�VHHNHUV�ZLWK�WKHLU�HPSOR\PHQW�QHHGV��
8OWLPDWHO\��WKLV�ZLOO�UHVXOW�LQ�LQFUHDVHG�ZRUNIRUFH�
SDUWLFLSDWLRQ�E\�SHRSOH�ZLWK�GLVDELOLWLHV���

LQ�¿QGLQJ�TXDOL¿HG�FDQGLGDWHV��MXVW�RYHU�KDOI�������
H[SUHVVHG�LQWHUHVW�LQ�KHOS�PDWFKLQJ�MRE�GHVFULSWLRQV�WR�
D�VSHFL¿F�VHW�RI�VNLOOV��RQH�WKLUG�LQGLFDWHG�MRE�VSHFL¿F�
WUDLQLQJ�IRU�HPSOR\HHV�ZLWK�GLVDELOLWLHV������ZDQWHG�
H[SHUWLVH�RQ�DFFRPPRGDWLRQV�DQG�DVVLVWLYH�WHFKQRO-
RJ\��DQG�����ZHUH�LQWHUHVWHG�LQ�MRE�FRDFKLQJ�

Service Providers: Changing the Way They  
Do Business

$VVXPLQJ�WKLV�VXUYH\�LV�DQ�DFFXUDWH�UHÀHFWLRQ�
RI�JHQHUDO�HPSOR\HU�YLHZV��WKH�UHVXOWV�FDOO�IRU�
FKDQJHV�LQ�WKH�ZD\�WKDW�VHUYLFH�SURYLGHUV�PDNH�
EXVLQHVVHV�DZDUH�RI�WKHLU�VHUYLFHV��7KLV�PHDQV�QRW�
MXVW�H[SDQGLQJ�RXWUHDFK�WR�WKH�EXVLQHVV�FRPPX-
QLW\��EXW�DOVR�FKDQJLQJ�WKH�PHVVDJH��UHVXOWLQJ�LQ�D�
PRUH�SRVLWLYH�LPSUHVVLRQ�DQG�EHWWHU�XQGHUVWDQGLQJ�
RI�WKH�VSHFL¿F�VHUYLFHV�WKDW�VHUYLFH�SURYLGHUV�RIIHU��
+RZHYHU��WKH�VROXWLRQ�LV�QRW�VLPSO\�EHWWHU�PDUNHW-
LQJ��6HUYLFH�SURYLGHUV�PXVW�XVH�QHZ�VWUDWHJLHV�WR�
HQJDJH�HPSOR\HUV��VKRZ�EHWWHU�XQGHUVWDQGLQJ�RI�
EXVLQHVV�QHHGV��DQG�RIIHU�D�PHQX�RI�VHUYLFHV�WKDW�
UHVSRQG�WR�WKRVH�QHHGV�

Y�,QFUHDVLQJ�WKH�SRRO�RI�FDQGLGDWHV��*LYHQ�WKH�
HPSKDVLV�HPSOR\HUV�SODFHG�RQ�WKHLU�GLI¿FXOWLHV�LQ�
UHFUXLWLQJ�MRE�VHHNHUV�ZLWK�GLVDELOLWLHV��WKH�VHUYLFH�SUR-
YLGHU�FRPPXQLW\�QHHGV�WR�GR�D�EHWWHU�MRE�RI�DVVLVWLQJ�
HPSOR\HUV�WR�¿QG�TXDOL¿HG�MRE�DSSOLFDQWV��+RZHYHU��
WKLV�GRHV�QRW�PHDQ�WKDW�VHUYLFH�SURYLGHUV�VLPSO\�QHHG�
WR�UHIHU�EHWWHU�FDQGLGDWHV��L�H���GR�EHWWHU�VFUHHQLQJ���
,QVWHDG��WKH�VXUYH\�UHVXOWV�FDOO�IRU�

x�%HWWHU�SUHSDUDWLRQ�RI�MRE�FDQGLGDWHV�IRU�WKH�QHHGV�
RI�WRGD\¶V�MRE�PDUNHW�

x�*UHDWHU�DZDUHQHVV�E\�HPSOR\HUV�RI�VHUYLFH�SUR-
YLGHUV�DV�D�VRXUFH�RI�TXDOLILHG�FDQGLGDWHV��DQG

x�3URYLVLRQ�RI�PRUH�HIIHFWLYH�VHUYLFHV�WR� 
HPSOR\HUV�WR�HQVXUH�WKDW�LQGLYLGXDOV�DUH�VHHQ�
DV�YLDEOH�MRE�FDQGLGDWHV��DQG�WKDW�DOORZ�WKHP�
WR�VXFFHHG�ORQJ�WHUP�

Y�,QFUHDVHG�SURIHVVLRQDOLVP��7KH�PDMRULW\�RI�
HPSOR\HUV�YLHZ�WKH�SHUIRUPDQFH�RI�VHUYLFH�SURYLGHUV�
DV�HVVHQWLDOO\�PHGLRFUH��³VRPHZKDW�HIIHFWLYH´���ZLWK�D�
VLJQL¿FDQW�SRUWLRQ�KROGLQJ�D�SDUWLFXODUO\�QHJDWLYH�YLHZ�
���RXW�RI����HPSOR\HUV�LQ�WKH�VXUYH\�SHUFHLYHG�VHUYLFH�
SURYLGHUV�DV�QRW�HIIHFWLYH�DW�DOO���,I�WKH�EXVLQHVV�FRP-

For more information, visit www.apse.org

National Employer Survey Continued

Copies of the full survey report, with additional results, can be found at: KWWS���ZZZ�����GLVDELOLW\VXUYH\V�RUJ�RFWVXUYH\�LQGH[�KWPO

Reference:
Harris Interactive. (2010). Kessler Foundation/NOD survey of employment of Americans with disabilities, 60–71.

Note: The interpretation and opinions in this article are strictly those of the author, and do not necessarily reflect those of the  
RUJDQL]DWLRQV�LQYROYHG�LQ�WKH�GHYHORSPHQW�DQG�DGPLQLVWUDWLRQ�RI�WKH�VXUYH\��+DUULV�,QWHUDFWLYH��.HVVOHU�)RXQGDWLRQ��DQG�WKH� 
1DWLRQDO�2UJDQL]DWLRQ�RQ�'LVDELOLW\�
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Enough with the Employer
Awareness Already!

What Else Needs to Happen to Improve Access to Employment?

employers to gain from an “untapped resource”
represented by people with disabilities. These
approaches imply that if only employers were
more aware, they would readily consider hiring
people with disabilities. 

There are two main problems with these mes-
sages. First, they do not necessarily put people
with disabilities in a favorable light. “Untapped”
suggests unwanted, or at best, difficult to find.
And promoting “hiring people with disabilities”
can be inadvertent stereotyping. Second, these
messages do not take employer perspectives into
consideration. After all, successful employment
initiatives do not occur without knowledge and
appreciation of what employers need and how
they operate. Similarly, efforts to create employ-
er awareness cannot be successful without regard
for or understanding of the real operational
demands of employers.

What Employers Want
After years of supported employment experi-

ence and research we understand that employers
are mostly interested in three things: making
money, saving money, and/or operating more
efficiently. Although employers are more enlight-
ened about disability than they were before the
Americans with Disabilities Act, their motiva-
tions for hiring are still grounded, as we should
expect, in what’s in it for them. What do they
want? When in doubt, ask them!

There is an old marketing adage that says: “It
is better to find out what your customers need
and want and then match it to what you have,
than it is to get them to buy what you are sell-
ing.” In the context of promoting employment of

By Richard Luecking, TransCen, Inc.

As a result of ongoing advocacy, evolving
employment methodology, policy, and
even legislation, there is increasing

expectation that employment for people with dis-
abilities is both desirable and expected. In fact, a
key principle of any sincere employment initia-
tive is the presumption of employability for all
people with disabilities. While an advocacy focus
is commendable, it has its limitations, especially
when it comes to communicating with employers
about this issue. As a result, this article will
examine some of the attempts to promote
employer awareness about hiring people with
disabilities — and what can be done to more suc-
cessfully engage employers.

Employer Awareness Initiatives
The Hire the Handicapped marketing slogans

of the 1960s and 1970s suggested that charity,
rather than job seeker competence, would be a
chief reason that employers might want to hire
people with disabilities. They also put job devel-
opment professionals in a supplicant position,
petitioning employers to consider applicants with
disabilities without offering much in return.

Although this approach has been widely dis-
credited in recent decades, it is still common to
see current appeals to employers that include
only slightly more sophisticated messages and
continue to “sell” disability or categories of dis-
abilities. Many disability employment marketing
campaigns still suggest a vague mutual benefit
that exists when employers hire people with dis-
abilities. Or they promote the opportunity for
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ments. A savvy employment specialist negotiated
the hiring of an individual whose responsibility
was to deliver the documents from department to
department. The result was a more efficient way
to get the work done and a good job for a job
seeker who happened to have a disability. This
was a mutually satisfying outcome. Such
demand-side knowledge and competence goes a
lot further in engaging employers than platitudes
about hiring from an “untapped resource.”

The Bottom Line
The competence of both the job seeker, and of

employment specialists assisting the job seeker,
to meet employer needs is a better “sell” to
employers than any charitable motivation.
Therefore, a more focused message to employers
should include reference to the competence of
individual prospective job candidates, the quality
of the assistance the employer might receive
from those assisting the job seeker, and the ser-
vice-oriented attention to employer needs that is
available. When this is the case, the presence of
a disability neither deters nor promotes employer
hiring decisions. Rather, it is assistance with the
operational or bottom line needs of the employer
that drives hiring. 

Promoting employer awareness about hiring
people with disabilities is not an altogether ill-
advised activity. However, it is not enough to
change employer hiring behavior — and it’s not
enough to increase the long-standing low
employment rates of people with disabilities.
Consequently, the contemporary practice of
“selling” employers on hiring people with dis-
abilities needs to give way to more customer-ori-
ented approaches that identify and meet specific
employer needs through the careful matching of
individual job seekers to workplace tasks and
employer demands. Only then will the presump-
tion of employability become less of a lofty con-
cept and more of a commonly held expectation.
�

people with disabilities, this means that finding
out what they want and then giving it to them
best serve interactions with employers. What do
they want? Surveys of employers tell us they
want two things: partners who can help them
address a particular workforce or operational
need of the company; and competent help from
disability employment services. How can we give
this to them?

Demand-Side Engagement
Preparing a supply of workers, or trying to get

employers’ attention about a segment of potential
workers, will only be as effective as the effort to
create an understanding of employer demand.
There are two time-tested ways to do this:

Y It is important for professionals who are
promoting and facilitating employment of
people with disabilities to get their “face in the
place.” In other words, job developers, employ-
ment specialists, rehabilitation professionals, and
other involved parties need to spend time visiting
and getting to know employers. One way to do
this is to conduct informational interviews. These
are easy and effective ways to show interest in
potential employers, as well as to identify poten-
tial workforce needs. Such interviews are con-
ducted during visits to companies where the
objective is not to “find a job that people with
disabilities can do.” Rather, they are ways to
learn about employer needs, such as what kinds
of people they are looking to hire or whether
there are bottlenecks in the flow of work or other
operational concerns that can be fixed by the
strategic hiring of people who can perform 
specific tasks. 

Y Employers are impressed when people
offer ways to help them — in other words,
when people provide them with good service.
For example, one employer stated in an informa-
tional interview that there was difficulty getting
documents processed across company depart-

For more information, visit www.apse.org

Richard Luecking is President of TransCen, Inc., a non-profit organization based in Rockville, MD dedicated to improving
employment success of people with disabilities. He is a past executive board member of APSE and currently serves on the APSE
Foundation Board. This article is adapted from a presentation by the author at the 2010 APSE Conference in Atlanta, GA. 
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APSE Statement on Employment First 

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

Underlying Principles 

• The current low participation rate of citizens with disabilities in the workforce is 
unacceptable. 

• Access to “real jobs with real wages” is essential if citizens with disabilities are to avoid lives 
of poverty, dependence, and isolation. 

• It is presumed that all working age adults and youths with disabilities can work in jobs fully 
integrated within the general workforce, working side-by-side with co-workers without 
disabilities, earning minimum wage or higher. 

• As with all other individuals, employees with disabilities require assistance and support to 
ensure job success and should have access to those supports necessary to succeed in the 
workplace. 

• All citizens, regardless of disability, have the right to pursue the full range of available 
employment opportunities, and to earn a living wage in a job of their choosing, based on their 
talents, skills, and interests. 

• Implementation of Employment First principles must be based on clear public policies and 
practices that ensure employment of citizens with disabilities within the general workforce is 
the priority for public funding and service delivery. 

• Inclusion or exclusion of the specific term “Employment First” does not determine whether a 
public system or agency has adopted Employment First principles. Such a determination can 
only be made in examining whether the underlying policies, procedures and infrastructure are 
designed for and ultimately result in increased integrated employment in the general 
workforce for citizens with disabilities.  

Characteristics of Successful Implementation of Employment First 

• There are measurable increases in employment of citizens with disabilities within the general 
workforce, earning minimum wage or higher with benefits. 

• Greater opportunities exist for citizens with disabilities to pursue self-employment and the 
development of microenterprises. 

• Employment is the first and preferred option when exploring goals and a life path for citizens 
with disabilities.  

• Citizens with disabilities are employed within the general workforce, regardless of the 
severity of disability and assistance required. 
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• Young people with disabilities have work experiences that are typical of other teenagers and 
young adults.  

• Employers universally value individuals with disabilities as an integral part of their 
workforce, and include people with disabilities within general recruitment and hiring efforts 
as standard practice. 

• Individuals with disabilities have increased incomes, financial assets, and economic wealth. 

• Citizens with disabilities have greater opportunities to advance in their careers, by taking full 
advantage of their individual strengths and talents. 

• Funding is sufficient so that quality services and supports are available as needed for long-
term employment success. 

• A decision not to consider employment in the community for an individual is re-evaluated on 
a regular basis; the reasons and rationale for this decision are fully documented and 
addressed in service provision. 

 
Adopted by the APSE Executive Board on October 11, 2010. 


