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Acronyms and abbreviations used in this report
CIE – Competitive Integrated Employment (open employment): Paid work in mainstream settings alongside people without disability, with at least minimum wages and standard conditions, and opportunities for advancement.
ID – Intellectual Disability: A disability involving significant limitations in cognitive functioning and adaptive skills, originating before adulthood. In this report, ID refers to people identified by researchers as having intellectual disability (sometimes alongside other developmental disabilities or autism).
NDIS – National Disability Insurance Scheme: Australia’s national system for funding disability supports, including employment-related supports.
ADE – Australian Disability Enterprise: A traditionally segregated workplace (such as a sheltered workshop) employing people with disability, often paying a productivity-based wage.



[bookmark: _Toc231482868][bookmark: _Toc231484054]Executive summary
[bookmark: _Toc231482869][bookmark: _Toc231484055]What the topic is and why is it important?
People with intellectual disability in Australia are much less likely to work in open employment than people without disability (Australian Institute of Health and Welfare, 2024). Even when they do find jobs, they often face challenges in keeping them or progressing. Common barriers include limited work experience, low expectations, and a lack of ongoing support (Carlson et al., 2020; Enticott & Dew, 2026; Gilson et al., 2018). With the launch of Inclusive Employment Australia in 2025 and reforms to end segregated employment (Department of Social Services, 2024, 2025), now is a critical time to apply evidence-based strategies that help people with intellectual disability succeed in mainstream jobs.
[bookmark: _Toc231482870][bookmark: _Toc231484056]Background and context  
Australia has entered a period of renewed national focus on improving employment outcomes for people with disability. This evidence synthesis was commissioned to support the implementation of Inclusive Employment Australia, the new national disability employment programme launched in late 2025 (Department of Social Services, 2025). Inclusive Employment Australia replaces the former Disability Employment Services (DES) model and aims to provide longer-term, flexible support for people with disability in open employment. It forms part of a broader shift in Australian disability policy, including the phasing out of segregated employment and sub-minimum wages, (Department of Health, 2025) towards more inclusive, rights-based approaches.
At the same time, the National Disability Insurance Scheme (NDIS) continues to fund individualised employment supports, such as School Leaver Employment Supports (SLES) and on-the-job assistance. These changes create new opportunities – and new responsibilities – for employment services, support providers, and employers to deliver evidence-informed practices that lead to better outcomes.
This review brings together the latest research from Australia and internationally to identify what works in supporting people with intellectual disability to find and keep meaningful, paid work in mainstream settings. This report focuses on employment supports in the context of recent reforms (see Appendix H of technical report (Alexander & Zhang, 2026) for a timeline of policy milestones).
[bookmark: _Toc231482871][bookmark: _Toc231484057]Purpose and audience
This review aims to identify the most effective ways to support people with intellectual disability to achieve meaningful, sustained employment in open settings. It focuses on practical strategies that can be implemented by employment services, disability support providers, and employers, and is intended to inform day-to-day practice, workforce training, and programme design.
This report is for frontline employment consultants and job coaches, NDIS-funded support providers, service managers, employers, and policymakers. It summarises what works, what doesn’t, and how to apply evidence-informed strategies in real workplaces and services.
[bookmark: _Toc231482872][bookmark: _Toc231484058]Key findings
This report looked at what helps people with intellectual disability get and keep good jobs in regular workplaces. It also looked at what doesn’t work, what makes jobs better, and what services and employers can do to help.
	Actions for providers:

	1. Work with employers across the whole employment journey, not just when there's a job to fill.
1. Focus on building relationships, making practical adjustments, and keeping people included at every stage – this is what makes jobs last. 
1. Be willing to adjust how much support and what kind of support you offer based on where the employer is at, their organisation, and what's happening around them.
1. Build employer confidence and capability over time, matching your approach to what they actually need.



	What works?

	People do best when they get a full package of support – not just one or two things. This includes help finding a job, working with employers, matching the job to the person, training on the job, and support after they start work.
It’s important to work with employers – this means helping them design jobs that suit the person, training supervisors, and making sure the workplace is welcoming and inclusive.
Sometimes the problem isn’t the person – it’s the job. Changing the job or the environment to suit the person’s strengths can work better than just trying to build the person’s skills.
Workplaces that are clear, calm and supportive help people stay in their jobs – things like clear instructions, regular routines, and kind supervisors make a big difference.
Young people need to start planning early – it helps when schools, families, employers and disability services work together before the young person finishes school.



	What doesn’t work?

	Support that ends too soon or is too weak doesn’t help much. People need support that lasts and can be adjusted when things change.
Just helping the jobseeker isn’t enough. If employers and workplaces aren’t involved, it’s harder for the person to succeed.
Work experience that isn’t linked to real jobs or doesn’t lead to paid work isn’t very useful.



	What makes jobs better and helps people stay in work?

	Jobs that are clear and well-structured help people feel safe and confident.
When the job matches the person’s strengths, they are more likely to enjoy it and do well.
Good relationships with supervisors, co-workers, family and support staff help people stay in work.
Support needs to continue, especially when the job changes or gets harder. Being able to get help again quickly is important.




	What services and employers should do

	Employment supports should focus on: 
Building strong relationships with employers and helping them design jobs that fit the person.
Providing regular, flexible support after the person starts work to prevent small issues becoming big problems.
Planning early for school‑leavers and coordinating across schools, employment services, and disability supports.
Designing jobs and workplaces so tasks are easier to understand and do (not harder).


Together, these findings show that employment outcomes improve when services focus on real jobs, employer partnership, and ongoing support. Systems that prioritise short-term placements or limit follow-up are unlikely to deliver sustained outcomes.

[bookmark: _Toc231482873][bookmark: _Toc231484059]Introduction
Open employment for Australians with intellectual disability: why now?
Australia is making major changes to how it supports people with disability to find and keep jobs. In 2025, the government launched Inclusive Employment Australia to replace Disability Employment Services. Reforms are also underway to reduce segregated employment and sub‑minimum wages. Together, these shifts signal a move towards fairer and more inclusive work for everyone.
This is a turning point. With more people receiving employment support through the NDIS, and with new national arrangements under Inclusive Employment Australia, there is an opportunity to improve job outcomes for people with intellectual disability. But success will depend on using approaches that are proven – not just to help people get jobs, but to help them keep jobs and grow.
The next section explains what types of support work best, followed by practical actions for services, employers and policymakers.
What this review offers
This evidence synthesis was commissioned to identify what works, what doesn’t, and how effective practices can be delivered in real settings. It draws on Australian and international evidence relevant to Inclusive Employment Australia, NDIS-funded supports, and school-to-work transition pathways.
The findings are intended to support practitioners, programme designers, and policymakers in improving employment outcomes for people with intellectual disability. The report is structured to provide clear, actionable insights, with an emphasis on practical strategies that can be applied across services and sectors. 
Service context, practice or interventions reviewed
The review covers three broad types of employment support: 
Jobseeker‑facing supports (e.g. vocational skills, career planning, travel training, Discovery); 
Employer/workplace supports (e.g. job redesign, adjustments, assistive technology, supervisor and co‑worker training); and 
Bridging and ongoing supports (e.g. job matching, on‑the‑job coaching, systematic instruction, follow‑along support). 
These categories overlap in practice – effective programs usually include elements of all three. 
In reviewing the evidence, we looked at what was delivered, how it was delivered, and what conditions helped it work. We also included qualitative evidence from people with disability, families, employers, and support staff so lived experience informs what “good support” looks like. By integrating these diverse sources, the synthesis aims to paint a clear picture of how to improve employment outcomes for people with intellectual disability in the current Australian context.
[bookmark: _Toc231482874][bookmark: _Toc231484060]Aims
This synthesis addresses two questions:
What works? Which supports and workplace strategies help people with intellectual disability get and keep open employment?
How can we deliver it? What helps or hinders implementation in Australia across Inclusive Employment Australia providers, NDIS supports, schools, and workplaces?
The review aims to provide practical, evidence-informed guidance for practitioners, service providers, employers, and policymakers. It highlights what to do, how to do it, and what to avoid — with a focus on strategies that are realistic, transferable, and aligned with current reforms in disability employment policy. A full description of the population, intervention, comparison, outcomes, and setting criteria is provided in Appendix A of the technical report (Alexander & Zhang, 2026).
[bookmark: _Toc231482875][bookmark: _Toc231484061]Methodology
This review was conducted as a rapid evidence synthesis, using a structured and transparent approach to identify, assess, and summarise the best available evidence on employment supports for people with intellectual disability. The focus was on practices relevant to open employment in the Australian context. As a rapid synthesis, the review prioritised timely, applicable evidence over exhaustive retrieval and meta-analysis.
Key steps included:
Defining the scope and inclusion criteria: We included studies published in English from 2015 onwards that examined employment supports for people with intellectual disability in mainstream (open) employment. Both peer-reviewed research and high-quality grey literature were considered, including evaluations, government reports, and practice-based evidence. Studies focused solely on segregated employment were excluded unless they provided comparative insights or addressed transitions to open employment. Full inclusion criteria are outlined in Appendix A of the technical report (Alexander & Zhang, 2026) (PICOS).
Searching and selecting evidence: A comprehensive search was conducted across major academic databases (e.g. PsycINFO, Scopus, Web of Science, CINAHL, ProQuest) and targeted sources of grey literature. Over 1,400 records were screened, of which 76 studies met eligibility criteria, 8 systematic reviews and 28 Post-SR primary studies included in the final synthesis (see Appendix E of the technical report (Alexander & Zhang, 2026)). The selection process is summarised in the PRISMA Flow Diagram in Appendix D of the technical report (Alexander & Zhang, 2026).
Extracting and analysing data: For each included study, we extracted key details about the population, setting, type of support, outcomes, and implementation factors. Findings were grouped into three main categories: jobseeker-focused supports, employer and workplace supports and bridging and ongoing supports. We used a narrative synthesis approach to identify consistent patterns and practical insights across diverse study types.
Assessing quality and relevance: We used established tools to assess the quality and strength of the evidence including the AERO Standards of Evidence to assess practical relevance. We also applied a transferability rubric to ensure findings were applicable to the Australian context. Details are provided in Appendices F and G of the technical report (Alexander & Zhang, 2026).
The review prioritised findings that are both evidence-informed and actionable. Where possible, we highlighted practices supported by multiple high-quality studies, while also including promising approaches identified through lived experience and practice-based evidence.
[bookmark: _Toc231482876][bookmark: _Toc231484062]Findings
This section presents the key findings from the evidence synthesis, structured around the two guiding questions:
What works to improve employment outcomes for people with intellectual disability?
How can these practices be delivered effectively in the Australian context?
If you want quick practice actions, jump to Boxes 9-11.
[bookmark: _Toc231482877][bookmark: _Toc231484063]What works to improve employment outcomes
Across the evidence, the same practices appear repeatedly in programs that achieve better outcomes – including more people getting jobs, staying employed longer, and reporting better job quality. These practices fall into three overlapping areas: supports for the jobseeker, supports for the employer / workplace, and bridging plus ongoing supports that keep work stable over time.
Box 1: Jobseeker-focused supports 
These are strategies that help individuals build the skills, confidence, and readiness needed for work.
· Build early and hands-on work experience: Internships and real-world job trials during or after school increase the chances of paid work (Enticott & Dew, 2026).
· Use personalised planning (Discovery): Explore strengths, interests, and support needs to match people to the right job (Park & Bouck, 2018).
· Teach practical skills in real settings: Travel, communication, time-management, and job tasks work best when taught in real or simulated workplaces (Alexander et al., 2024).
· Support self-determination: Help people set goals, understand rights, and make informed choices (Dean et al., 2017). 
In summary, jobseeker-facing supports are most effective when they are embedded in a broader strategy that leads to real jobs, rather than treating people as if they must be made “job-ready” in a segregated setting first. Skills and confidence develop best when people engage in actual work or work-like activities, supported by staff who can tailor the experience to their strengths and needs. Programs that simply offer generic pre-employment training without strong connections to real employers or follow-up tend to show limited success by comparison (Daviso et al., 2016).
Project SEARCH is a school-to-work program where students complete internships in real workplaces. Participants receive structured on-the-job training, mentoring, and classroom instruction. Evidence suggests graduates are more likely to gain and keep open employment than peers in standard transition programs (The Disability Trust, n.d.).

School Leaver Employment Supports (SLES) helps young people with disability transition from school to work. Supports may include work experience, travel training, job-readiness coaching, and help with building confidence. SLES is designed as a two-year (maximum) post-school support, which aims to be flexible and tailored to each person’s goals. To date, no public data on SLES’s overall employment outcomes is available, indicating an important evidence gap for future evaluation.

Ticket to Work (Australia) is a national initiative that brings together schools, employment services, employers, and families to support young people with disability into work. It focuses on early engagement, real work experience, and coordinated support. National evaluations show that participants are more likely to complete Year 12 and enter open employment than a comparison group (National Disability Services, 2020).

Box 2: Employer and workplace supports
These practices help employers create inclusive roles and supportive environments.
· Engage employers and develop jobs: Build relationships and create roles rather than relying only on advertised vacancies (Butterworth et al., 2020).
· Customise roles where needed: Redesign tasks (“job carving”) so the role fits the person and the business. This helps to open up new opportunities. Research on Customised Employment shows that it can significantly improve employment outcomes for people with intellectual disability (Inge et al., 2024). (See also Box 8a in the Discussion for more on evidence-based Customised Employment models.)
· Support onboarding and training: Prepare supervisors and co‑workers to support the new employee (Carlson et al., 2020).
· Make practical adjustments: Visual instructions, flexible hours, and assistive technology can remove barriers (Morash-Macneil et al., 2018).
· Build an inclusive culture: Belonging, clear communication and fair treatment improve retention and job quality (Gilson et al., 2018).
In summary, employer and workplace supports work best when employers are treated as partners. Services can help employers design roles, train supervisors, and create a welcoming team culture. When the workplace is set up well, the person is more likely to succeed – even if they need higher levels of support. Indeed, one of the key findings of this review is that how an employer designs the job and supports the employee can be just as important as the jobseeker’s initial skills. For example, a supportive supervisor who provides clear instructions and feedback can enable a worker with ID to perform successfully in a role that might otherwise seem beyond their ability. Without these employer-facing practices, even a well-trained and motivated jobseeker may struggle in an unfriendly or inflexible workplace.
These employer and workplace supports are most effective when paired with bridging and ongoing supports that connect the right person to the role and provide continuity over time (see Box 3).
JobAccess and the Employment Assistance Fund (EAF) operates across both employer‑facing and ongoing support practices, enabling workplace adjustments at job start‑up and as roles evolve over time.
JobAccess is a government service that provides advice and support to employers and jobseekers with disability. The EAF offers funding for workplace modifications, assistive technology, and training. These supports help remove barriers and make workplaces more inclusive.
Bridging and ongoing supports build on employer-facing practices by ensuring that job matches are sustained, support can be re-intensified, and workplace adjustments evolve as roles change.
Box 3: Bridging and ongoing supports
These strategies ensure people are well matched to jobs and receive the support they need to stay employed.
· Match the person to the right job: Plan for changes in provider, workplace, or life stage so support doesn’t drop away (Kaya, 2018).
· Use place-train-maintain supported employment: Start with a real paid job, then train on the job with long-term follow-up (Sigstad & Garrels, 2023).
· Customised Employment: Discovery, negotiation, and job creation help connect people with higher support needs to meaningful work (Riesen et al., 2015).
· Maintain continuity through transitions: Plan for changes in provider, workplace, or life stage so support doesn’t drop away (Sigstad & Garrels, 2023). 
· Provide follow-along and quick re-engagement: Keep a safety net and step back in when needs change (Taubner et al., 2022).
Bridging and ongoing supports play a vital role in connecting people with intellectual disability to meaningful jobs and helping them stay employed over time. Effective practices include careful job matching, supported employment models that provide on-the-job training, and Customised Employment strategies that align roles with individual strengths. Continuity during transitions is essential to prevent job loss. Follow-along support and the ability to re-engage when challenges arise are key to long-term success. These supports ensure that employment is achieved, sustained and meaningful.
Employer and workplace supports (Box 2) create the conditions for inclusive jobs; while bridging and ongoing supports (Box 3) ensure people are matched to those jobs and supported to stay in them over time.
Box 3a: Place-Train-Maintain support employment model
The Place-Train-Maintain approach places people into real paid jobs first, then provides structured on-the-job training and long-term support. Support can be reduced over time, but it remains available if the job changes or new challenges arise.
· Individuals are placed directly into real, paid jobs in mainstream settings.
· They receive tailored, on-the-job training from a dedicated job coach or employment support worker.
· Support is gradually reduced as the person becomes more confident and independent; but remains available long-term if needed.
This model avoids time limits. Workers can re-engage with support at any point if their job changes or new challenges arise. This flexibility is known as follow-along or re-intensification of support.
Evidence shows that supported employment leads to higher job placement and retention rates than traditional vocational rehabilitation. For example, a U.S. vocational rehabilitation study found that 71% of transition-age youth with intellectual / developmental disabilities who received supported employment services achieved competitive employment, compared to 43% of similar youth who did not (Iwanaga et al., 2023).
Customised Employment brings together employer‑facing job design (Box 2) with individualised matching and ongoing support (Box 3), making it a practical example of how these domains work together.
Customised Employment is a person-centred approach that matches job roles to an individual’s strengths and interests. It involves “job carving” – creating or adapting roles in partnership with employers. This model has been shown to be especially effective for people with higher support needs. It includes a Discovery process, negotiation with employers, and ongoing support to ensure success. 
Recent studies demonstrate the effectiveness of Customised Employment: in a U.S. randomised controlled trial, approximately 73% of youth who received customized employment services achieved competitive jobs, versus about 6% in the control group (Riesen et al., 2015). Australian pilot projects using Customised Employment techniques (including on-the-job training in real business settings) have reported encouraging results such as strong skill gains and high retention rates in sectors like hospitality and aged care (Gendera et al., 2025).
[bookmark: _Toc231482878][bookmark: _Toc231484064]How can effective practices be delivered in the Australian context?
Knowing what works part of the task is only. Services also need to know how to deliver these practices well within Australia’s current systems and workplaces. Evidence shows that even effective models can fail if key implementation conditions are missing. Below, we summarise what the evidence tells us about implementing effective practices in Australia.
The evidence highlights several key factors that support successful implementation:
Box 4: Key enablers
· Skilled staff: Consultants and job coaches need training and supervision in evidence-based methods (Butterworth et al., 2020).
· Enough time and intensity: Support must last as long as needed; time-limited models underperform (Gendera et al., 2025; Nord et al., 2020).
· System coordination: Inclusive Employment Australia providers, NDIS supports, schools and employers need shared planning, especially at transitions (National Disability Insurance Agency, 2024).
· Employer partnership: Employers need practical support and a clear pathway to participate.
· Flexible funding: Funding should reward sustained outcomes and allow tailored long‑term support (Nord et al., 2020).
Implementation success depends on workforce capability, system coordination, and funding models that support long-term, person-centred approaches.
[bookmark: _Toc231482879][bookmark: _Toc231484065]Insights from lived experience
Research that includes the voices of people with intellectual disability, their families, and support staff adds depth to the evidence. These perspectives help explain what makes support acceptable, sustainable, and safe in real workplaces.
Box 5: Insights from lived experience
· Workplace inclusion is about belonging: A “good job” is not only about pay. Feeling part of the team, being respected, and doing meaningful tasks matter. Employment support should focus on the social and cultural aspects of work, not just the tasks (Taylor et al., 2022).
· Natural supports make jobs sustainable: Supportive supervisors and co-workers help people feel secure and reduce reliance on external job coaches (Carter et al., 2012). Services should help build these natural supports – for example, by coaching supervisors or setting up peer mentors.
· Stigma and disclosure are real concerns: Some people worry about disclosing their disability at work. Services can help individuals make informed choices and support employers to create inclusive environments through disability awareness training.
· Transitions are risky times: Leaving school or changing jobs can be stressful and disruptive. People need consistent support and clear plans to manage these transitions successfully (Bennett & Vijaygopal, 2025; Sigstad & Garrels, 2023). 
· Small adjustments make a big difference: Simple changes like adjusting a shift time or using a visual checklist can be the key to success (Nevala et al., 2019). Without these, people may struggle or leave their jobs.
· Families need to feel confident: Families often worry about safety, mistreatment, or loss of benefits. Addressing these concerns is crucial. For example, providing clear information about the Disability Support Pension (DSP) and how paid work affects benefits can help families feel more secure (Services Australia, 2025). When they trust that the workplace is inclusive and support will continue, they are more likely to support open employment.
Summary: Why lived experience matters
The experiences of people with intellectual disability and those who support them highlight what makes employment work in practice. Relationships, inclusion, and continuity are just as important as training and job matching. These insights reinforce the need for flexible, person-centred support and strong partnerships between services, families, and employers.


[bookmark: _Toc231482880][bookmark: _Toc231484066]Discussion
[bookmark: _Toc231482881][bookmark: _Toc231484067]What does “good” look like? Elements of effective practice
The evidence shows that high‑quality employment support follows a clear, person-centred pathway. It starts with understanding the person, then finding a good job match, supporting onboarding and training, and providing ongoing follow-up that can increase again when needed. These elements synthesise the evidence-based practices identified earlier (see Findings, Boxes 1-3) into one coordinated approach:
Box 6: Key elements of the person-centred pathway
· Engaging the person and their circle: Understand the individual’s strengths, interests, and support needs using tools like Discovery. Involve family or other supporters (with consent). Set goals focused on open employment and build confidence that work is possible (Gilson et al., 2018).
· Finding the right job match: Use a personalised approach to job development. Think creatively about roles and approach employers directly. Aim for a good fit between the person and the workplace. If needed, customise the role to suit both (Sigstad & Garrels, 2023).
· Onboarding and training in the workplace: Put supports in place from day one. A trained job coach should provide step-by-step instruction and help the person settle in. At the same time, support the employer and co-workers to create an inclusive environment. Arrange any necessary adjustments early (Alexander et al., 2024).
· Ongoing support and monitoring: Keep a safety net in place after the person starts work. Check in regularly with both the employee and employer. Plan for how to respond if challenges arise and offer booster sessions or re-training when things change (British Association for Supported Employment, 2021b).
· Continuous improvement and adaptation: Gather feedback from the person, the employer, and others involved. Monitor not just job retention, but also satisfaction and inclusion. Use this information to adjust support and improve services over time (Taubner et al., 2022).

Summary: What high-quality support looks like
Effective employment support is a coordinated, flexible process that adapts to the person’s needs over time, not a one-off intervention. It starts with getting to know the individual, continues through job matching and training, and includes long-term support to help people grow in their roles. Services that follow this pathway are more likely to achieve lasting, meaningful outcomes.
[bookmark: _Toc231482882][bookmark: _Toc231484068]Resource considerations for implementation
Successfully implementing evidence-based practices often means ensuring the right resources and supports are in place. Key considerations for service providers and programme managers include:
Box 7: Key resource and implementation considerations for service providers / program managers
· Reduce caseloads where needed so staff can provide intensive, person‑centred support (Nord et al., 2020).
· Invest in workforce development through training, mentoring, and supervision (Butterworth et al., 2020).
· Use blended funding streams (e.g. NDIS + employment services) to extend support (National Disability Insurance Agency, 2024).
· Front‑load support early, then adjust intensity over time (Iwanaga et al., 2023; Taubner et al., 2022).
· Invest in tools and supports (visual aids, prompts, assistive technology) that build independence (Morash-Macneil et al., 2018). Services are encouraged to use and adapt these resources to their local context.
Summary: Resource considerations for implementation
Delivering high-quality support requires flexible, sustained investment. Systems that prioritise short-term outcomes may need to shift towards longer-term, person-centred funding models that support real and lasting employment outcomes.


[bookmark: _Toc231482883][bookmark: _Toc231484069]Evidence-based models of good practice
To show how the evidence-based practices in this review work in real life, we’ve included examples of well-known disability employment models. “Evidence-based” here means there is published evidence that these models can improve employment outcomes when delivered with fidelity. These models have been developed and improved over time, and they include the key things that make employment support effective, like focusing on the individual, working closely with employers, providing training at the workplace, and offering ongoing support. Many of these models have been tested or officially recognised, and they’ve helped shape policies in different countries. 
Below is a summary of each model and how it puts the evidence from this review into action.
Box 8a: Evidence-based models of good practice (Customised Employment-focused)
· Customized Employment (Marc Gold & Associates, USA): A pioneering person-centred approach that starts with Discovery to determine a jobseeker’s strengths, interests and support needs, and then negotiates a personalized job role with employers. This model matches the individual’s abilities and preferences to business needs, creating “win-win” employment relationships. Customized Employment (CE) has been shown to significantly improve job outcomes for people with higher support needs; for example, a recent randomised trial found that transition-age youth who received CE services were far more likely to secure competitive jobs than those in typical services (Inge et al., 2024).
· Customized Employment (Griffin-Hammis Associates, USA): Another leading model based on the principle that everyone can achieve meaningful, financially rewarding work with the right support. Griffin-Hammis uses the “Discovering Personal Genius” (DPG) process to identify a jobseeker’s skills and interests, then works with employers to create or carve out job roles that benefit both the individual and the business. Follow-along coaching and long-term support are provided to ensure success. This approach reflects core evidence-based tactics: thorough vocational profiling, job carving to reduce person-job mismatch, and indefinite follow-along support to promote retention. The success of CE models like those of Marc Gold & Associates and Griffin-Hammis is backed by experimental research demonstrating improved employment rates and stability for participants (Inge et al., 2024).
· Centre for Disability Employment Research and Practice (CDERP, Australia): An Australian centre championing a zero-exclusion, “Work First” approach to disability employment. CDERP provides research, training (through CDERP College) and consulting on evidence-based strategies like Customised Employment and Discovery, with a focus on quality assurance (e.g. its Customised Employment Quality Assurance Framework, CEQAF) to build the future of inclusive employment practice and policy.

Box 8b: Evidence-based models of good practice (Supported Employment-focused)
· Canadian Association for Supported Employment (CASE, Canada): A national network dedicated to improving employment inclusion for people who have a disability. CASE collaborates with service providers, employers, and community allies to promote best practices, provide training and resources, and increase workforce participation through programs that emphasise choice, partnership with employers, and long-term support for workers with disabilities.
· Five-Stage Supported Employment Model (Scotland): A framework formally adopted by the Scottish Government (2010) and promoted by the Scottish Union of Supported Employment (SUSE). This model is grounded in the principle that anyone can work given the right supports, reflecting a zero-reject approach also evident in our evidence review. By providing a structured, continuous process: from getting to know the individual, through job development, to sustained in-work support, the five-stage model encapsulates the entire person-centred pathway identified in this report (see Box 6). There is growing evidence and decades of practice showing that the supported employment five-stage model is one of the most effective methods to support people with intellectual or developmental disabilities into employment (British Association for Supported Employment, 2021a).
· Supported Employment Quality Framework (SEQF, UK): A comprehensive quality standard developed by the British Association for Supported Employment (BASE) to drive continuous improvement in supported employment services. SEQF links the five stages of supported employment to key quality indicators, ensuring service providers uphold core values (e.g. individualisation, informed choice, partnership with employers) and deliver support with high fidelity to the proven model. The framework includes self-assessment and an external accreditation option to help agencies maintain best practices and achieve better long-term outcomes for jobseekers and employers.
Summary: Why these models matter
The good practices in this review aren’t just ideas – they’re already being used in real services like the ones described above. In fact, many of these models were built using the same evidence we’ve talked about, and some have been tested and officially recognised because they work well.  This evidence synthesis reinforces that these models prove that when services follow the evidence, they’re much more likely to help people with intellectual disability succeed in real jobs.
[bookmark: _Toc231482884][bookmark: _Toc231484070]Practical guidance for employment services and employers
This section provides targeted, evidence-informed guidance for the key actors involved in delivering and supporting inclusive employment. Box 9 outlines practical actions for employment support providers and frontline staff. Box 10 focuses on what employers can do to create inclusive workplaces and support job success. Box 11 sets out system-level recommendations for policymakers and programme administrators to align funding, policy, and infrastructure with best practice. Together, these boxes translate the review’s findings into actionable steps for implementation. Use these boxes as a checklist.
Box 9: What employment support staff and providers can do
· Use “Place-Train-Maintain” as a guiding model: Place people into real jobs early (even part‑time), then train on the job and provide long‑term support. Avoid long pre-employment training that delays real work (Iwanaga et al., 2023).
· Develop jobs and engage employers: Don’t rely solely on advertised vacancies. Build relationships with local employers, educate them about intellectual disability, and offer practical support such as disability awareness training or help with workplace adjustments (Butterworth et al., 2020).
· Focus on job matching and customisation: Take time to understand each person’s strengths and interests. Where standard roles don’t fit, consider job carving or customising tasks and hours to suit both the individual and the employer (Inge et al., 2024).
· Provide on-site training and support: Use structured methods like systematic instruction to teach tasks step by step in the workplace. Support the person to learn both job duties and workplace expectations (Alexander et al., 2024).
· Build natural supports in the workplace: Work with supervisors and colleagues from the start. Encourage the use of workplace buddies or mentors and provide guidance on how to support the new employee effectively (Carter et al., 2012).
· Plan for problem-solving and follow-along: Before reducing support, agree a plan for how the person can access help if needed. Continue regular check-ins and be ready to step back in if challenges arise (Taubner et al., 2022).
· Ensure continuity through transitions: Coordinate support when people move between services or life stages. Share employment plans and collaborate with NDIS providers, schools, or other services to maintain momentum (Iwanaga et al., 2023).
· Measure and celebrate meaningful outcomes: Track what matters – job placement, job satisfaction, retention, and skill development. Share success stories to build confidence and promote inclusive hiring (National Disability Insurance Agency, 2024).

Box 10: What employers can do to foster inclusion and job success
· Create a welcoming workplace culture: Promote inclusion as a core value since inclusive cultures improve retention and morale (Gilson et al., 2018). Treat employees with disability as equal team members. Encourage social inclusion and consider a buddy system.
· Adapt job duties and the work environment: Be flexible with job design. Use visual instructions, adjust schedules, or modify tasks to suit the employee’s strengths. Many adjustments are low-cost and benefit the wider team (Morash-Macneil et al., 2018).
· Provide good training and support: Offer clear, step-by-step training and regular feedback. Assign a consistent supervisor or mentor. View mistakes as learning opportunities, not reasons to give up (Carter et al., 2012).
· Use available resources and support services: Access government-funded supports like JobAccess and the Employment Assistance Fund (EAF) for workplace modifications. Work in partnership with employment providers and NDIS-funded job coaches (Rashid et al., 2017).
· Focus on growth and retention: Support employees to develop new skills and take on more responsibility. Recognise their contributions and provide opportunities for progression. With the right support, many employees with intellectual disability become long-term, valued team members (Carter et al., 2012).

Box 11: What policymakers and programme administrators can do
· Align funding with long-term outcomes: Design funding models that reward sustained employment, job quality, and inclusion – not just short-term placements. Avoid time-limited support structures that undermine continuity (Nord et al., 2020).
· Support flexible, person-centred service delivery: Enable providers to tailor support to individual needs, including the ability to re-engage when circumstances change. Avoid rigid eligibility rules or one-size-fits-all programme designs (National Disability Insurance Agency, 2024).
· Invest in workforce capability: Fund training and professional development for employment consultants, job coaches, and support workers. Promote the use of evidence-based practices such as Discovery, systematic instruction, and Customised Employment (Butterworth et al., 2020).
· Strengthen cross-system coordination: Encourage collaboration between Inclusive Employment Australia providers, NDIS supports, schools, and employers. Support shared planning and data-sharing protocols to ensure smooth transitions and consistent support (Taylor et al., 2023).
· Promote inclusive employment through leadership and policy: Set clear expectations for inclusive employment across government and funded services. Use public sector employment targets, procurement policies, and awareness campaigns to lead by example (Iwanaga et al., 2023).
· Ensure access to enabling infrastructure: Maintain and promote access to national supports such as JobAccess and the Employment Assistance Fund (EAF). Invest in tools, technology, and resources that help employers and providers deliver inclusive practices (Carter et al., 2012).

[bookmark: _Toc231482885][bookmark: _Toc231484071]Conclusion
Improving employment outcomes for people with intellectual disability requires coordinated, evidence-informed action. The most effective support is comprehensive, person-centred, and sustained over time.
[bookmark: _Toc231482886][bookmark: _Toc231484072]What good practice looks like
Four essential elements define high-quality employment support:
Integrate preparation, employer engagement, on-the-job training, and follow-up.
Partner with employers to create or adapt roles that match individual strengths.
Provide early, intensive support that can be adjusted and re-engaged as needed.
Focus on job quality – fair pay, inclusion, and opportunities for growth.
These features are consistently supported by research and lived experience and should be standard in all employment support.
[bookmark: _Toc231482887][bookmark: _Toc231484073]Evidence strengths and gaps
The evidence base is strong, with consistent findings across reviews, studies, and stakeholder input. Supported employment and follow-along support are well established. However, gaps remain in understanding long-term outcomes, career progression, employer incentives, and the impact of recent policy reforms. Future research should focus on real-world implementation and refining support strategies.
[bookmark: _Toc231482888][bookmark: _Toc231484074]Next steps
Practitioners and providers: Use place-train-maintain, strengthen employer partnerships, and provide follow-along support.
Employers: Offer clear training and supervision, flexible job design, and opportunities for growth.
Policymakers and funders: Fund long-term outcomes, support flexible service delivery, and invest in workforce capability and coordination.
Helping more Australians with intellectual disability into meaningful work is achievable. The evidence is clear – what’s needed now is action. By working together, we can build inclusive workplaces that reflect the strengths and diversity of our communities.
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