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Supported Employment in The Netherlands
for people with an intellectual disability1, a
psychiatric disability2 and a chronic disease.
A comparative study

E.J. Hoekstra∗, K. Sanders, W.J.A. van den Heuvel, D. Post and J.W. Groothoff
Health Sciences, Social Medicine, University of Groningen, Groningen, The Netherlands

Abstract. The Dutch government and private agencies are striving to assist people with disabilities with employment. Job
placement agencies in The Netherlands use various methods including a Supported Employment (SE) approach to achieve this
result. This article examines similarites and differences in tasks performed and the amount of time spent on a task implementing
SE across the following disability groups: people with an intellectual disability, a psychiatric disability and a chronic disease.
Results revealed the greatest amount of time was expended on Job coaching activities for each group and that substantial time
was expended on assessment and job seeking activities for persons with psychiatric or chronic disabilities.

Keywords: Supported Employment, Netherlands, employment, intellectual disability, psychiatric disability, chronic disease,
return to work

1. Introduction

The Netherlands has a long history of reintegrating
people with disabilities back into their labor market
communities. Since 1985, attention has increasingly
turned to assisting individuals with intellectual dis-
abilities and mental disabilities with community based
employment. This article examines the reintegration
of people with intellectual, pychiatric disabilities or
chronic diseases with going to work using a Supported
Employment approach.

People with disabilties are often far removed form
the labor market and have little chance of obtaining a
job without assistance. The search for a connection
between the labor market and the job seekers prefer-

∗Corresponding author. E-mail: momentum@nb.aibn.com.
1In this article the target group ‘people with an intellectual dis-

ability’ also includes people with mental retardation.
2In this article the term ‘people with a psychiatric disability’ is

used instead of the Netherlands term “psychiatric disease”.

ences and competentices has led to a variety of projects.
Some job seekers do not pursue work until they become
oriented with the concept of work and receive training
in both basic and work adapting skills, such as asso-
ciating with colleagues [17]. Other job seekers need
an employment specialist to assist them with locating
work while others are satisfied with volunteer work or
day activities [17]. Employment staff provide individ-
ualized support to people with disabilties to assist them
with obtaining, maintaining work. In The Netherlands,
individual Counselors or Employment Specialists as-
sist the person with locating a suitable job and in car-
rying out pre-employment activities. Job finders ne-
gotiate suitable work opportunities with the employer.
Afterwards, the job coach provides coaching on the job.

Employment rehabilitation is the process by which
a person with a disability is supported during his/her
recovery, maintenance, and extension of his/her em-
ployment opportunities in the least restrictive environ-
ment [17]. A broad range of methods have been de-
veloped like Supported Employment, counseling and
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employment rehabilitation. These methods are often
only used for a particular disability group. The Sup-
ported Employment concept originated in the United
States and is based on the idea that given the right type
and intensity of supports, people with the most severe
disabilities can and should be integrated into the local
communities’ labor market [15]. In America and in The
Netherlands this method has been primarily used to as-
sist people with intellectual and psychiatric disabilities
with going to work.

Supported Employment was introduced to The
Netherlands in the early 1990s [9]. The Dutch define
Supported Employment as “the totality of activities,
means and facilities that provides support for employ-
ees with disabilities to participate in the labor process
and/or to maintain their job” [9].

The Netherlands 5-step model of SE requires that the
employment specialist implement the following activi-
ties: [15]: 1. investigate the job seekers’ personal pref-
erences and competencies (assessment); 2. search for
job opportunties (job hunting/job finding); 3. analyze
employers needs and job tasks, (job analysis); 4. de-
termine if there is a potential “match” between the job
requirements and the candidates skills and preferences,
keeping in mind that support is available (matching); 5.
on the job training and support (training on the job/job
coaching).

Supported Employment is more than a combination
of techniques. It is also a way of thinking based upon
the emancipation of people with disabilities [2]. The
values that drive this approach include, integration in
the workplace by competitive paid employment, work-
ing side by side with nondisabled workers, rapid place-
ment in a real work setting and ongoing longterm sup-
port [15]. The power of the model lies in the linkage
between each step. The model should be seen as a pro-
cess with which the different steps can be run through
repeatedly – gradually and steadily producing a more
closely-meshed picture [22]. In addition, a long term
support plan is provided to help increase job retention.
Often times a contact person is available at the work-
place; this ’buddy’ is one form of ’natural support’,
with an on-site contact, the (daily) presence of a job
coach may become superfluous [7,9,16].

Dutch society is currently examining the reintegra-
tion process of people who are difficult to place in the
labor market. On the one hand, this trend is based
on the basic social right which stipulates that a job
should exist for every person, and that a disability is no
cause to exclude a person from the labor market. On
the other hand, the economic situation and availability

of many jobs but not enough personnel, compel The
Netherlands to locate new sources of labor. Both gov-
ernment and private agencies are striving to assist peo-
ple with disabilities with employment. Job placement
agencies use various placement methods to achieve this
purpose. In contrast to the experience in the United
States, application of the SE method in The Netherlands
is still relatively new. During the past eight years, The
Netherlands has instituted the method primarily for the
(re)integration of people who have intellectual disabil-
ities. Over the years, another target group, people with
psychiatric disabilities has been added.

In the United States, paid competitive employment
is important from an economic standpoint; however, in
The Netherlands there is no direct financial necessity
to work. The immaterial values related to work like
self-esteem are important in both countries.

In The Netherlands, the social security structure stip-
ulates that in principle everyone can receive benefits.
Thus the motivation to work stems more from im-
material values, like status, social contacts and self-
esteem [16]. On the other hand, the Dutch government
wants to drastically reduce the number of people re-
ceiving benefits from the Dutch Disability Insurance
Act (Arbeidsongeschiktheidsverzekering or WAO), as
the collective expense is becoming a financial bur-
den. In addition, a shortage in labor has heavily influ-
enced the government’s employment integration pol-
icy. Consequently, the Dutch government is doing ev-
erything it can to encourage reintegration – an example
of this is the Dutch (Re)integration Disabled Act (Wet
(re)integratie arbeidsgehandicapten or WREA). This
law was implemented on July 1, 1998 and reflects the
government’s desire to provide a powerful push for the
integration and reintegration of workers with disabili-
ties.

To obtain this goal, existing legislation is be-
ing expanded and institutional obstacles that impede
(re)integration are being removed [10]. The Nether-
lands has a number of laws that can facilitate funding
for job coaching or step 5 of the Supported Employ-
ment approach. The organization that provides the per-
son’s benefits is responsible for his or her reintegration
and the type of benefits received determines which law
is applicable [3].

1.1. The research question

In The Netherlands Supported Employment has re-
cently been used to assist people with chronic diseases.
Without specialized support, the chronically disabled
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experience great difficulties in finding work [7]. The
application of the SE approach to a different target
group may require model adaptations. To date, the lit-
erature does not describe the similarities or differences
in SE model implementation among people with intel-
lectual, psychiatric disabilities or with chronic disease
labels.

This study examines the emphasis employment spe-
cialists placed on each SE step and compares the results
across the three target groups (people with intellectual,
psychiatric disabilities and chronic diseases). The re-
sults of this study can provide practical information to
employment specialists and job placement agencies by
providing insight into which steps of the SE process are
emphasized by employment specialists by examinining
the average amount of time devoted to each step per
target group. This information can optimize job coach-
ing and assist job placement agencies with determining
employment specialist caseloads. Since the mediation
of clients is usually financed by external welfare benefit
agencies, it is important that a job placement agency is
able to project and estimate the number of persons who
can be adequately served by the organization as well as
determine staffing needs. The business prognoses of a
company can then be adjusted for this estimate.

The hypothesis for this small scale study is:

Are there differences in the amount of time spent and
in the tasks performed when the five steps of Sup-
ported Employment are executed for people with
intellectual disabilities, psychiatric disabilities and
people with chronic diseases?

2. The steps of supported employment

In The Netherlands Supported Employment consists
of five distinct steps. Each of these steps are briefly
described.

2.1. Step 1: Assessment

The individual with a disability is referred to an em-
ployment specialist on his/her own initiative or as a re-
sult of a referral from an agency that provides benefits
to the person. Referrals must have a disability and be
unable to find and maintain a job without coaching [8,
16,19]. During this phase the persons’ competencies
and barriers to work are assessed. In addition the per-
son is asked about their preferences, previous work ex-
perience, and motivation [15,26]. After this informa-
tion has been collected, certain tests may be conducted,
like a psychological, a vocational or a stress test.

2.2. Step 2: Job finding

This step involves all activities related to locating
suitable work [9,15], such as making contact with local
employers to learn about work opportunities. There-
fore, finding employment for people with disabilties
requires an excellent knowledge of local labor market
trends and business needs, in addition to perseverance
and enthusiasm [18].

2.3. Step 3: Job analysis

During this phase more information is gathered about
the business hiring practices and more specific infor-
mation like the purpose of the position, the job tasks
performed, the relative importance, frequency of job
tasks, and the steps required to complete the job as well
as the work environment. This comprehensive look at
a job and the work environment increases the odds that
there will be a good “match” between the job seeker
and employer, thus increasing job retention [9].

2.4. Step 4: Matching

During this phase, the goal is to try and locate a match
between the job and the job seeker. It is important to
note that the candidate does not have to fully satisfy the
employers need at placement, since the coaching and
support provided in the workplace should relieve any
discrepency [8,15,20,25].

2.5. Step 5: Job coaching

Job coaching refers to providing one to one assis-
tance with learning the job functions and achieving sat-
isfactory performance in the workplace. Though this
coaching is primarily for the employee, assistance is
also provided to the employer [12,13,15,20].

The five steps may be executed by one employment
specialist, yet this need not necessarily be the case.
Within the framework of the Supported Employment
methodology, the execution of the different steps can
vary per employment specialist, per target group and
per client.
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3. Characteristics of the various target groups

The five SE steps, as described above, are in princi-
ple the same for all target groups, but the actual tasks
performed within each step may differ depending on
the disability group. These differences determine how
the step is executed and applied to the target groups.
The employment specialist will execute certain tasks of
a specific step depending on the target group that is be-
ing served. Not every task will take the same amount of
time, as the time required by the various target groups
may vary. A review of the literature follows.

3.1. Supported Employment for people with an
intellectual disability

Employment specialists who work with persons who
are intellectually disabled provide the most attention
to the participant after the individual becomes em-
ployed [21]. While safety is of utmost importance for
this group, this concern can lead to overprotection [23].
People with disabilities have indicated that they value
the chance to prove that they can or cannot funtion
at a certain level, for this group, SE is an effective
method [22].

The training period required for an employee with an
intellectual disability differs from that of a non-disabled
worker. The job coach ensures that the employer is
not unduly burdened with providing extensive addi-
tional training to the new employee with a disability
by providing intensive, individualized coaching and the
‘adaptation’ of the work environment. This makes it
possible for the employee with a disability to continue
working even if he or she is not initially reaching the
employer’s performance standards. On the job training
assistance provides an added incentive for businesses
to hire people with a significant disability [23]. In ad-
dition, the job coach may guarantee that the work is
completed while the new employee is learning how to
do the job. This also may encourage employers to hire
individuals with disabilities since the fear of loss of
productivity is alleviated [15].

Assuming that the aforementioned aspects influ-
ence the amount of time that an employment specialist
spends on the step concerned, based on the literature,
we expect that for persons with intellectual disabilities
the greatest emphasis will be placed on job coaching or
step 5 of Supported Employment.

3.2. Supported Employment for people with a
psychiatric disability

People with a mental disability or psychiatric history
often have an extensive history with social services.
This can result in a great lack of self-confidence and
self-esteem as well as a high level of vulnerability and
fear of failure [23]. People with psychiatric disabilities
often report disappointment in their own capabilities or
in the reactions they encounter in their surroundings.
The relational side (being in close proximity with oth-
ers, being able to work together, and standing up for
themselves) can therefore play a much greater role than
the issue of becoming re-accustomed to employment.
When people want to work again they must learn to
build up a social life. For this group, structure is very
important, because structured activities enable them to
get through the day in a meaningful way. SE offers
good prospects to (ex-) psychiatric patients who wish
to leave a sheltered work experience job [23].

If a job is sought for a person with a psychiatric
disability, then the employment specialist must take
into account the fact that participants should choose a
position by themselves – if necessary, with coaching;
they should also be the ones to establish contact with
an employer [14]. Some authors believe that ‘Persons
with psychiatric disabilities cannot be matched to a job,
they must select a job. Job matching must be done with
them and not to them’ [1].

Job coaching for this target group is less oriented
to intervention on the work floor. A permanent place-
ment in a workplace is usually not possible immedi-
ately. Often a series of temporary placements are nec-
essary. Job seekers with a psychiatric background will
often need to accumulate work experience and need a
period in which they can determine what their interests
are, learn employment skills and build up the neces-
sary self-confidence [1,4]. Though “ paid, competitive
employment” is still the ultimate goal, before it can be
realized several placements may be necessary [4].

When on the job coaching is needed, the employee
cannot conceal his/her disability. To avoid being stig-
matized, people may conceal their psychiatric back-
ground however. The employment specialist can assist
the person with identifying the pros and cons of vari-
ous positions, and with determining whether he or she
satisfies job requirements. The employment specialist
can also help the person write letters of application and
improve their job interviewing skills [13].

Assuming that the aforementioned aspects influ-
ence the amount of time that an employment specialist
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spends on the step concerned, the expectation is based
on the literature, that for people with psychiatric dis-
abilities the greatest emphasis will be placed on as-
sessment (step 1) and job finding (step 2) of Supported
Employment.

3.3. Supported Employment for people with a chronic
disease

The majority of persons with chronic disabilities who
are between the ages of 18 and 65 receive disability
(WAO) benefits. Many people with a WAO grieve about
a disrupted employment past. Oftentimes, much assis-
tance is needed to facilitate the person’s return to work.
Large-scale projects that fund education or work expe-
rience, have shown little effect and are characterized by
a high dropout rate, unless long-lasting individualized
attention is guaranteed [5].

Though there are many types of chronic conditions,
there are some common traits that are shared among
people with chronic diseases. One aspects relates to in-
security [2,27]. This target group fears that their symp-
toms will occur or become worse and often there is also
much doubt about personal functioning and abilities.
In addition, due to their extensive contacts with health
services, individuals often report feeling dependent on
therapy or therapists’ facilities [27]. Reactions from
the environment also impact employment for people
with chronic disabilities. In this respect, an important
distinction is whether a condition is clearly visible. If
the disabling condition is visible, this can elicit both
understanding and aversion. If the condition is not vis-
ible, then a lack of understanding may result in the per-
ception that the person should be able to independently
perform the work.

These reactions also impact the person with a chronic
disability. These reactions vary from being deviant
or extra performance-oriented, to being passive, de-
pressed or aggrieved and the feeling of victimiza-
tion [27]. Aside from the condition itself, these added
factors determine the ‘illness burden’. Friends, family
members, colleagues and a good work adaptation can
positively influence the balance [27].

Persons with a chronic disease have a number of
characteristics that hinder reintegration. They often
lack self-confidence, have long histories of unemploy-
ment, frequently have not accepted the disease, and will
need retraining [2,3,27]. Through assessment, these
factors can be investigated and attempts can be made
to overcome these barriers as much as possible and
facilitate reintegration.

Assuming that these factors influence the amount of
time that an employment specialist spends on the steps
concerned, based on the literature we expect that for
the target group with chronic disabilities the greatest
emphasis will be placed on assessment (step 1) of Sup-
ported Employment.

4. Methods

The Investigators used data collected during a re-
search project that studied the effects of Supported Em-
ployment on reintegrating persons with chronic dis-
eases.

4.1. Participants

Nine organizations were approached and asked to
participate in this investigation. Six organizations were
chosen via a random sample from the directory of the
Dutch Association of Supported Employment (NVSE)
and three organizations had participated in the research
project. These nine organizations were asked to ran-
domly distribute a questionnaire to at least 1 and no
more than 3 employment specialist(s) who are respon-
sible for reintegrating one or more target group(s).

Fifteen (N = 15) employment specialists who were
familiar with the Supported Employment method and
actively placed candidates in paid jobs took part in the
study. Nine females and six males completed the ques-
tionnaire. The average age of the employment spe-
cialists was 40 years and 90% had completed a col-
lege education. The characteristics of the participants
were representative for all employment specialists who
work for an organization that is a member of the Dutch
Association of Supported Employment (NVSE).

Seven of the respondants worked with persons with
intellectual disabilities, three with people with psy-
chiatric disabilities and five employment specialists
worked with individuals with chronic diseases.

4.2. Instrumentation

A questionnaire was developed that was divided into
five sections that correspond to each of the five steps of
SE. The participants were asked to indicate how much
time they expended on each step and to provide an
estimate of the average amount of time they spent on
each task within each of the five steps.

The employment specialists were instructed to base
their averages on data from the past 15 clients they had
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mediated using time cards that are either stored in a
computer database or on a calendar. The organizations
also had access to publications that describes the dif-
ferent tasks within each step of the SE model. This
information serves as a service manual and establishes
the ongoing time protocol.

Tasks completed when implementing SE were also
examined. Activities that may be conducted when im-
plementing each step of SE were based on a literature
review [11,15,24]. Questions were openly formulated
for the different steps and can be found in appendix A.

The employment specialists were asked to describe
the activities or tasks they conducted with each of the
SE process for the people they served. The travel time;
that is, the time that employment specialists spent when
traveling to a the participant’s workplace was not in-
cluded for Step 5 Job Coaching.

5. Results

This section provides a response to the following
query:

Are there differences in the amount of time spent and
the tasks performed when the steps of Supported
Employment are implemented for people with an
intellectual disability, people with psychiatric dis-
ability and people with a chronic disease?

The following information indicates the average
number of hours needed to implement each step per tar-
get group. Subsequently, the formulated tasks focusing
on the differences per target group are described.

5.1. Time

The time that the employment specialists spend per
target group on the separate SE steps (average number
of hours) is reported in Table 1.

Table 1 indicates that the time spent on Assessment,
Step 1, was 14% for people with intellectual disabili-
ties, 25% for people with psychiatric conditions, and
29% for the chronically disabled. The time devoted to
Job Finding, Step 2 was 13% for people with intellec-
tual disabilities, 18% for people with psychiatric con-
ditions, and 22% for people with chronic disabilities.
Independent of the target groups, Job Analysis, Step
3 and Matching, Step 4, received less emphasis with
the total time spent on both steps varying from 13% to
18%.

The greatest amount of time, 60% of the total time,
for the intellectually disabled group was spent on Job

Coaching step 5. Furthermore, results indicated that
44% of the time is spent on job coaching individuals
with psychiatric disabilities, and 31% of the time is
expended on persons with chronic disabilities. In re-
gard to the chronically disabled, it should be noted that
the differences in time expended on Job Coaching and
Assessment is insignificant, at 31% and 29%, respec-
tively.

People with intellectual disabilities require the most
amount of intervention at 167.75 hrs of time. Whereas
the average time expended working with people with
psychiatric disabilities is 100.67 hours and 51.75 hours
for individuals with chronic diseases.

Employment specialists who are responsible for
serving two different target groups, namely the intel-
lectually and the chronically disabled groups, or the
intellectually and the psychiatrically disabled groups
(N = 3 employment specialists), indicated that medi-
ation for the intellectually disabled target group takes
significantly more time than for the chronically or psy-
chiatrically disabled target groups.

Notably, there are significant differences in the dis-
tribution of the number of hours that are devoted to a
person per target group for Assessment step one and
Job Coaching step five. For the intellectually disabled,
the standard deviation for step one is 12.45 and 46.43
for step five. For the psychiatrically disabled, the stan-
dard deviation for step one is 4.62 and 26.85 for step
five. The chronically disabled target group has a stan-
dard deviation for step one of 20.25 and 12.41 for step
five.

5.2. Variance analysis

Results show that people with intellectual disabili-
ties require the greatest number of service hours, and
that the least amount of time is devoted to people with
chronic diseases. A variance analysis was used to de-
termine if the difference in the time spent per step be-
tween the three target groups was significant.A 3 x 5
design (target group x amount of time spent on the 5
steps) revealed a significant effect for the three target
groups (F (2,20)= 2.18,p < 0.10). This means that
the time spent in employment SE for the different target
groups significantly differed. To ascertain where this
difference lies, a variance analysis was conducted. The
analysis revealed that this was due to the differences
between SE steps three (F (2, 15)= 4.98p = 0.03),
four (F (2, 15)= 3.78p = 0.05) and five (F (2,15)=
8.76p = 0.01).
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Table 1
Time the employment specialists spend per target group on the separate SE steps (average number of hours)

Step People with an intellectual People with a psychiatric People with a chronic
disability (n = 7) disability (n = 3) disease (n = 5)

Ave- Min Max St. Ave- Min Max St. Ave- Min Max St.
rage dev. rage dev. rage dev.

1 Assess- 23.75 6 37.50 12.45 24.67 22 30 4.62 14.95 2.25 50 20.25
ment (14%) (25%) (29%)
2 Job 21.65 9 40 10.12 18.50 7.50 24 9.53 11.15 3.50 22.50 9.31
finding (13%) (18%) (22%)
3 Job 11.71 8 18 3.90 6 6 6 0 5.30 0.50 12 4.47
analysis (7%) (6%) (10%)
4 Matching 10.07 5 17 4.26 7 5 8 1.73 4.35 1 8 3.10

(6%) (7%) (8%)
5 Job 100.57 50 200 46.43 44.50 13.50 60 26.85 16 2 30 12.41
coaching (60%) (44%) (31%)

Total 167.75 78 312.50 47.77 100.67 54 128 40.61 51.75 9.25 122.50 42.33

When the individual characteristics of the employ-
ment specialists such as age, sex, employer, and educa-
tion were added to the variance analysis as covariates,
steps 3, 4, and 5 were still significant (step 3 F (6,15)
= 9.19p < 0.01, step 4 F (6, 15)= 6.53p < 0.01, step
5 F (6, 15)= 18.08p = 0.00).

5.3. Contents of the tasks

The questionnaire provided information on the tasks
performed within each step of SE for each target group.
These tasks as described in the previous paragraphs,
are carried out in a similar fashion for each group. The
differences are described below.

Step 1 – Assessment Assessment information is ob-
tained in different ways for the target groups. Results
show that the employment specialists who work with
people with a psychiatric disability and the chronically
disabled group never or rarely obtain information from
family members; whereas, employment specialists who
work with the intellectually disabled groups routinely
obtain information from the family.

In addition, results indicate that employment spe-
cialists who work with the chronically disabled group
rarely spend time observing the person, while those
who work with people with intellectual disabilities and
psychiatric disabilities do use direct observations to
gain information.

Step 2 – Job Finding Results revealed that there is
little to no difference in the tasks completed to locate
work opportunities among the employment specialists
who work with the various target groups.

Step 3 – Job Analysis Job analysis is one strategy
used by employment specialists who work with the
intellectually disabled group to divide the tasks that
must be executed into single operations. Results also

show that employment specialists who work with the
psychiatrically disabled group analyze the job tasks by
interviewing the employer,performing the job for a day,
or by touring the place of business. Those who work
with the chronically disabled target group revealed that
questions such as ‘what exactly do the tasks comprise’,
‘what do the tasks require of a person’ and ‘what degree
of independence is required’ are most important.

Step 4 – Matching Employment specialists who
work with the intellectually disabled target group utilize
a checklist, such as registration methods and employee
analysis forms to match people to jobs. However, the
employment specialists who work with the other two
target groups do not use these methods. In addition,
results indicated that employment specialists who work
with the intellectually disabled target group accompany
their job seeker to job interviews, while those working
with the other groups accompany the job seeker only
when the service is requested.

Step 5 – Job Coaching Differences in job coaching,
are seen in the areas of employee coaching, work adap-
tations, and long-term coaching. Employment special-
ists who work with the intellectually disabled group
accompany the new employee to the workplace and
teach him or her the job. Employment specialists who
work with the psychiatrically disabled group come to
the workplace on a regular basis and conduct evaluative
talks with the employee. The employment specialists
who work with the chronically disabled group indicate
that the participants often do not need coaching on how
to perform the job. However if needed, the employment
specialists are on call to provide job coaching services.

Related to work adaptations, checklist or pictorial
clues are often used by people with intellectual disabili-
ties to assist them with carrying out job duties. For peo-
ple with psychiatric disabilities, these adaptations are
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often oriented to reducing work related stress, pressure,
and the amount of work. For the chronically disabled,
these adaptations are often oriented to the workplace.

There are also major differences in long-term job
coaching. Results indicate that employment specialist
provide on the job contact for persons with intellectual
disabilities throughout their employment. In contrast
those who serve the psychiatrically disabled and the
chronically disabled groups only maintain contact by
telephone and generally long-term follow up is con-
cluded at some point in time.

6. Discussion

The purpose of this study was to identify the differ-
ences in the types of tasks performed and in the amount
of time required to implement the five steps of Sup-
ported Employment approach for people with intellec-
tual, mental/psychiatric, or chronic diseases.

The Netherlands research findings describe how em-
ployment specialists, who serve the different target
groups, spend their time and the types of activities they
conduct when implementing supported employment.

Based on a review of the literature, the authors ex-
pected that the greatest time would be spend on Job
Coaching step 5 for people with intellectual disabili-
ties. These results confirm this expectation. Another
expectation was that the greatest amount of time would
be spent on Assessment step 1 and Job Finding step 2
for people with psychiatric disabilities. However, the
results revealed that similar amounts of time are spent
on Job Coaching (step 5), and on Assessment (step 1).

The literature indicates that many people with men-
tal disabilities wish to conceal their psychiatric back-
ground from their employers to avoid being stigma-
tized. However, the results of this research indicate that
the employment specialists do assist their clients in the
workplace, which means that those served in this study
did not conceal their disability. This may shed light on
why the expectation on how time would be expended
for this group was not supported.

The authors expected that Assessment (step 1) would
be emphasized for the chronically disabled group. The
results show that for the chronically disabled target
group the greatest amount of time is devoted to Job
Coaching (step 5). However, it should be noted that the
difference in time between Job Coaching (31%) and
Assessment is insignificant at 31% and 29% respec-
tively.

A comparison between the three groups revealed that
for each the greatest amount of the employment spe-
cialist’s time is spent on job coaching, but there are sig-
nificant differences in these figures. Employment spe-
cialists spend an average of more than 100 hours or 60%
of their time on Job Coaching people with intellectual
disabilities. Whereas, 44% of employment specialists
time is spent on this activity for people with psychi-
atric disabilities and on average 33% of time is spent
coaching people with chronic disabilities. Although
job coaching is the most time consuming activity, re-
sults show that for people with psychiatric disabilities
and chronic disabilities the first two steps, Assessment
and Job Finding, also receive significant attention.

It is important to note that the results of this study
are based on the average amount of time spent on each
of the 5 SE steps. The average amount of time does not
mean that this is the norm. Nor do these results support
providing the same approach to individuals based on
their disability labels. The amount of time required to
effectively assisting a person with a disability and the
tasks performed are highly dependent upon the individ-
ual being served, the workplace, the type of job, and the
employment specialist’s experience and caseload. The
description of the types of activities performed with
each step of supported employment and the average
number of hours that an employment specialist devotes
to a person may provide guidance to job placement
agencies when they are attempting to determine staff
to client ratios. This research indicates employment
specialists who work with people who have intellectual
disabilities (average 167.75 hrs. per client) can serve
significantly fewer individuals than employment spe-
cialists who work with the psychiatrically disabled (av-
erage 100.67 hrs. per client) or those with chronic dis-
eases (average 51.75 hrs. per client). The differences
in the amount of time expended relate to the number of
hours that are required to provide Job Coaching (step
5). Nevertheless, the distribution among the groups
varies quite a lot for step one and five, and this puts the
average results into perspective.

7. Conclusions

The social welfare agency usually pays for voca-
tional services. If a job placement agency can estimate
average caseload size, then the organization may be
able to project hiring needs and number of persons who
can be effectively served by existing personnel. This
information becomes interesting given recent develop-
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ments in the area of privatization among reintegration
organizations. Many of the organizations that assist
people with a disability using a Supported Employment
approach originated from the support service industry.
Commercialization of the reintegration market is also
occurring in the soft sector. In the past, government
subsidies or special funds were their largest source of
revenue; today, organizations must be able to operate
independently, without subsidies. They must also be
able to compete with other mediating organizations.

The amount of time that employment specialists
spend on a SE step by specific disability groups pro-
vides insight into how their colleagues implement Sup-
ported Employment. This can provide staff with infor-
mation on what to do and may offer new insights on
how to fulfill their job.

As described in the results, in most instances the en-
rollment of clients at the various job placement orga-
nizations and payment for the reintegration projects is
carried out by executive agencies. If a job placement
organizationdepends on client enrollment and payment
for reintegration projects, employment specialists be-
lieve that this fact, in large part, determines the time
they can devote to a client – and therefore, determines
indirectly the tasks they can carry out to achieve rein-
tegration. Although Supported Employment promotes
a highly individualized approach to vocational assis-
tance, in practice under the current social security struc-
ture the executive agency often dictates to what ex-
tent a program will be customized and tailored to the
individual.

The results of this study indicate that in practice,
other points of attention – in terms of time as well as
in terms of tasks – are important for the different tar-
get groups. This information may help job placement
organizations adapt the Supported Employment model
to better serve the different target groups. Information
on which step(s) to emphasize and task contents may
be helpful to practitioners.

Furthermore, the ability to perform certain tasks may
require specific competencies on the part of the em-
ployment specialist. The employment specialist’s per-
sonality, skills, and knowledge needed to serve for a
particular target group are different for the various tar-
get groups [6]. This information can also help job
placement agencies develop a profile for employment
specialists which can assist with recruiting qualified
staff. This article documents current practices but fur-
ther research is necessary to describe an employment
specialist profile suitable for the various target groups.

Appendix

The formulated quesions/tasks are:
Step 1: 1. talks with the candidate (quantity and

contents of the talks); 2. observation of the candidate;
3. obtaining information by requesting written material
from other agencies; 4. obtaining information from
family members or other friends of the candidate and
5. reporting.

Step 2: 1. exploration of the regional labor market
for jobs; 2. keeping up with regional developments
in the area of employment; 3. making contact with
employers; 4. preparing contact with the employer; 5.
meeting with the employer; 6. the actual negotiation
with the employer; and 7. potential follow-up meetings
with the employer.

Step 3: 1. gathering information about the position;
2. information about the workplace; 3. analysis of
nature of the production process; and 4. analysis of the
tasks comprised by the position concerned.

Step 4: 1. making use of a checklist; 2. compar-
ison between job analysis and the employee analysis;
3. preparation for the job interview; 4. contact be-
tween potential employee and employer; 5. charting
financial consequences of having a job for the potential
employee; and 6. charting financial consequences of
employing a client for the employer.

Step 5: 1. coaching of the employer; 2. coaching
of the employee; 3. orientation and acquaintance; 4.
training and intervention; 5. realizing adaptations; 6.
stabilization and fading coaching; and 7. long-term
coaching.
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