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Overcoming the STIGMA of Living & Working with 
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Tech Support

• Reconnect to the Webinar

• Join by Phone

• Reboot

• Local Tech Assistance

• Send Question to Presenter

EFSLMP – Webinar Resources

• Utilize the following link to access the past 

recorded/captioned webinars in this series: 

https://tinyurl.com/Emp1st

https://tinyurl.com/Emp1st
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Focus of our discussion today…

1. Acknowledge & celebrate the ACCOMPLISHMENTS of disability 
employment policy and practice over the past 25 years

2. Recognize that policy and legislation alone will not solve the 
longstanding STIGMA that exists in our society with regard to person 
living with mental illness

3. Understand the CORE PRINCIPLES of what works and why for persons 
living with significant mental health challenges; lessons learned from 
research

4. What STRATEGIES can move the field beyond the obstacles of stigma 
to build better partnerships between persons living with mi, 
employers, mental health providers, workforce development / 
vocational rehabilitation & federal, state, and local funding authorities   

ACCOMPLISHMENTS related to access, participation and rights protection:

• The Vocational Rehabilitation Act of 1973, Title V, was put in place to correct the problem of discrimination 
against people with disabilities in the United States. Affirmative action programs were established in Title V, 
Sections 501, 502, 503, and 504… and subsequent amendments

• The Americans with Disabilities Act (ADA) of 1990 (42 U.S.C. § 12101) is a civil rights law that 
prohibits discrimination based on disability.  It affords similar protections against discrimination to Americans with 
disabilities as the Civil Rights Act of 1964,[1] which made discrimination based on race, religion, sex, national origin, 
and other characteristics illegal.  In addition, unlike the Civil Rights Act, the ADA also requires covered employers to 
provide reasonable accommodations to employees with disabilities, and imposes accessibility requirements on 
public accommodations.[2] The Supreme Court decided under Title II of the ADA that mental illness is a form of 
disability and therefore covered under the ADA, and that unjustified institutional isolation of a person with a 
disability is a form of discrimination because it "...perpetuates unwarranted assumptions that persons so isolated 
are incapable or unworthy of participating in community life."

• The Olmstead Decision – (Commissioner, Georgia Department of Human Resources, et al. v. L. C., by Zimring, 
guardian ad litem and next friend, et al.)was decided before the United States Supreme Court in 1999.  The two 
plaintiffs L.C. and E.W. were institutionalized in Georgia for diagnosed mental retardation and schizophrenia.  
Clinical assessments by the state determined that the plaintiffs could be appropriately treated in a community 
setting rather than the state institution.  The plaintiffs sued the state of Georgia and the institution for being 
inappropriately treated and housed in the institutional setting rather than being treated in one of the state's 
community based treatment facilities.

• Work Innovation and Opportunities Act (WIOA) of 2014 established employment of people with disabilities as a 
national focus, and defines competitive, integrated employment (CIE) as a priority.  WIOA requires state agencies 
such as Vocational Rehabilitation, Medicaid, Departments of Education, and State Mental Health Authorities to 
work together to prioritize CIE and to address disincentives to employment.

https://en.wikipedia.org/wiki/Vocational_Rehabilitation_Act_of_1973
https://en.wikipedia.org/wiki/Discrimination_against_people_with_disabilities
https://en.wikipedia.org/wiki/Title_42_of_the_United_States_Code
https://www.law.cornell.edu/uscode/text/42/12101
https://en.wikipedia.org/wiki/Discrimination
https://en.wikipedia.org/wiki/Disability
https://en.wikipedia.org/wiki/Americans_with_disabilities
https://en.wikipedia.org/wiki/Civil_Rights_Act_of_1964
https://en.wikipedia.org/wiki/Americans_with_Disabilities_Act_of_1990#cite_note-1
https://en.wikipedia.org/wiki/Reasonable_accommodation
https://en.wikipedia.org/wiki/Accessibility
https://en.wikipedia.org/wiki/Americans_with_Disabilities_Act_of_1990#cite_note-2
https://en.wikipedia.org/wiki/Olmstead,_Commissioner,_Georgia_Department_of_Human_Resources,_et_al._v._L._C.,_by_zimring,_guardian_ad_litem_and_next_friend,_et_al.
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STIGMA and the Unintended Consequences of 
Legislation, Policy Enhancement & Advocacy

• Policy and law place a “spotlight” on societal attitudes toward 
persons with labels of mental illness

• Personal experience and frame of reference toward mental illness 
perpetuate the myths and underground discrimination / roadblocks 
to employment

• Persons living with mi personalize the stigma and fear that they will 
not be successful at work, so why risk loss of benefits or healthcare

• Employers establish HR gatekeepers to screen out persons perceived 
as risks further limiting accommodations for mental health 

Core Principles and Lessons Learned from Research & Current Best Practice:                          
Evidence-based Supported Employment & Customized Employment

Chart of IPS Research Studies – Gary Bond, PhD, Westat 2016
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Core Principles and Lessons Learned from Research & Current Best Practice:                          
Evidence-based Supported Employment & Customized Employment

Dr. Robert Drake & Deborah Becker 

(formerly of Dartmouth Psychiatric Research Center & now Westat)

Individual Placement & Support (IPS) - universally acknowledged as most effective, 
evidence-based practice to successfully address the employment & recovery needs of 
persons labeled with smi

• Zero exclusion

• Integration of vocational and mental health services

• Benefits counseling

• Attention to client preferences

• Rapid job search

• Follow along supports

• Team based services
[IPS Programs are constructed around these principles and are measured by a fidelity tool that 
operationalizes and guides the practice.  Programs adhering most closely to these fidelity measures 
have been found to achieve greater employment outcomes than those with weaker adherence.]

Core Principles and Lessons Learned from Research & Current Best Practice:                          
Evidence-based Supported Employment & Customized Employment

Virginia Selleck, PhD, ODEP SME                     
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Core Principles and Lessons Learned from Research & Current Best Practice:                          
Evidence-based Supported Employment & Customized Employment

United States DOL / ODEP.  What is Customized Employment?, 

www.dol.gov/odep/categories/workforce/CustomizedEmployment/what/

Customized Employment

• Employment Strategy Quadrant segue to  Customized Employment (CE)

• US DOL defines Customized Employment as “a flexible process designed to personalize the employment 
relationship between a job candidate and an employer in a way that meets the needs of both.  

• CE is based on an individualized match between the strengths, conditions, and interests of a job candidate 
and the identified business needs of an employer.

• CE is a highly individualized and flexible process designed to match the strengths, interests, skillsets and 
conditions for productive employment through strategic job development and outreach to employers with 
identified business needs through a process of DISCOVERY. 

• Well-implemented CE / Discovery enriches the individualization and quality of job development for the 
person, while building more effective partnerships to the community and private / public sector employers 
through conventional wage employment, creative job carves or the pursuit of customized, self-employment.  

• Strong intersections with evidence-based SE / IPS - -Ongoing Vocational Assessments; i.e., respecting and 
adjusting the job development planning process based on positive and/or negative changes in adherence to 
treatment, the introduction of existing and new non-paid supports in the person’s life, and improved coping 
skills to manage symptoms

Actions to Increase Meaningful Employment Outcomes in 
Partnership with Persons Living with Significant MH Challenges

• Actions from the Person Living with SMI’s Perspective; Consider “Dignified 
Disclosure” & Negotiated Workplace Accommodations

• Commitments from Providers; Embrace EBP-SE Core Principles and Expand 
Access to Individualized, Flexible Support Using “Zero Exclusion Practices” and the 
Integration of Employment Supports within Mental Health Treatment

• Collaboration Coordinated by Local Funding Authorities & Municipalities to Blend 
Resources & Network between MH, VR, Workforce, MH Advocacy Organizations, 
Chamber of Commerce, SHRM (Society for Human Resource Management), 
Private Sector Employers / HR Diversity Offices

• De-Mystify & De-Stigmatize Mental Illness by Addressing All of the Above


