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EXECUTIVE SUMMARY 
 
Employment opportunities transform the lives of people living with behavioral health issues, 
providing both income and motivation along with a platform of hope, self-determination, self-
respect and social connectedness.  Maximizing employment opportunities has been a key goal 
for the County of San Diego Behavioral Health Services and this new Five Year Strategic 
Employment Plan (FY 2020 to 2024) outlines a clear vision for continued expansion of 
employment opportunities for people with behavioral health issues, including investing in 
evidence based and evidence informed practices that are effective in increasing employment.  
 
This Strategic Employment Plan was developed through in-depth consultation with key 
community, consumer and business partners, including focus groups and interviews over a 
three-month period.  The Plan provides an overview of the County of San Diego’s investments 
in behavioral health and employment services and the highly prioritized work stemming from the 
initial Five Year Strategic Employment Plan which launched the “Work Well” initiative in San 
Diego.  In addition, the Plan provides an overview of the evidence based best practice of 
Individualized Placement and Support (IPS) Model of Supported Employment and how it is 
being implemented locally.  As part of the Plan’s road map, it was crucial to include an analysis 
of priority and emerging sectors and employment opportunities in San Diego, outlining key 
opportunities for employment for people living with behavioral health issues.  The Plan also 
identifies gaps that must be addressed and potential resources in achieving these efforts.   
 
The Plan recommends clear goals, objectives, and strategies which form the foundation to 
maximize employment opportunities and act as key drivers of positive change and greater 
employment outcomes in the coming years. The goals over the next five years are to: 

• Expand Access to IPS Model of Supported Employment.  

• Engage Employers as Key Partners in The Work Well Initiative.  

• Enhance Data Collection and Analysis. 

• Champion Peer Employment and Advocacy to Increase Peer Involvement. 

• Identify and Pursue Funding Opportunities. 
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CHAPTER 1 – SAN DIEGO BEHAVIORAL HEALTH AND EMPLOYMENT  
 
The County of San Diego Behavioral Health Services recognizes the critical importance that 
work can have in maintaining mental health and achieving recovery goals.  Greater participation 
in the workforce increases income and reduces poverty, while also improving mental and 
physical health.1 This Five Year Strategic Employment Plan (The Plan) clearly outlines goals, 
objectives and strategies designed to maximize employment opportunities and supports for 
people with behavioral health issues, while working collaboratively with consumers, peers, and 
service providers along with business and community partners.  This chapter outlines the clear 
investments that San Diego Behavioral Health Services has made in strengthening employment 
supports and services over the last five years, and describes the development of a new five-
year vision to continue to maximize employment opportunities for people with behavioral health 
issues.  

 
2014-2019 STRATEGIC EMPLOYMENT PLAN 
 
The original San Diego Behavioral Health Five-Year Strategic Employment Plan was authored 
in 2014. This was the County of San Diego Behavioral Health Services’ forward-thinking effort to 
quantify and respond to the employment needs of those living with behavioral health issues.  
Corporation for Supportive Housing (CSH) took the lead on conducting the initial literature 
search and developed the plan with assistance from the Workforce Partnership and a broad 
range of individuals/agencies who provided input.  After an initial posting and comment period, 
the plan was adopted by the County of San Diego in July 2014 and was then presented to over 
40 local agencies, organizations and groups throughout San Diego County for implementation.   
 
KEY GOALS, STRATEGIES AND DRIVERS OF CHANGE  
 
The 2014 Plan focused on the evidence based practice of the IPS Model of Supported 
Employment, as well as highlighting other promising practices that are effective in increasing 
employment with an emphasis on people with lived experience of serious mental illness.  The 
Plan identified several key goals that became the foundation of the work and implementation 
plan through 2019.  These are to: 

• Increase opportunities for employment, income, length of employment, and job 
retention for people with lived experience of mental illness. 

• Increase awareness of mental illness and related stigma within the workplace and 
community. 

• Increase and develop relationships with employers, businesses, and the 
entrepreneurial sector. 

• Identify and increase funding opportunities for employment, business, social 
enterprise-related initiatives and programs for people with lived experience of mental 
illness. 

                                                 
1 SAMHSA Evidence Based Practices KIT, Supported Employment: The Evidence 

 “Working gives me a reason to get up in the 
morning. And that is the best medicine.” 
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• Streamline navigation systems for people with serious mental illness regarding 
employment and supportive services. 

• Improve data collection, analysis and reporting capacity of service providers 
regarding increased employment for people with lived experience of mental illness. 

 
WORK WELL COMMITTEE 
 
One of the first efforts of this initiative was to establish the Work Well Committee in 2014 as a 
subcommittee of the San Diego Behavioral Health Services Adult Council, focused entirely on 
employment. Since its inception, the group has met regularly on the second Tuesday of each 
month and has served as the forum for Employment Specialists, supervisors, employers, BHS 
staff, and others interested in employment and behavioral health to come together, learn, share, 
and explore employment opportunities for those living with serious mental illness.   
 

In 2018, following the adoption of the IPS Model of 
Supported Employment throughout County Behavioral 
Health Services, the Work Well Committee shifted to 
include IPS evidence-based services conducted on 
site. The needs and focus of the committee have 
shifted to employer engagement and inclusion. A small 
sample of training topics and resources provided by 
and for the Work Well Committee include Mental 
Health First Aid through Mental Health America, 
highlights of San Diego specific priority sector data, 
resources from the Department of Rehabilitation, RI 
International’s Peer Support program, and the 
Psychiatric Emergency Response Team, as well as 
many other pertinent topics.  

 
 
CAPACITY BUILDING AND TRAININGS 
 
As part of the broader goal to increase employment for those living with behavioral health 
challenges, the Work Well Initiative helped to build capacity for the provision of employment 
services at the behavioral health provider level by providing series of annual trainings between 
2014 and 2018.  Below is a brief overview of the trainings provided, a description of each, and 
its intended impact.   
 

Training Description Impact 
Individualized 
Placement and 
Support (IPS) 
Model of 
Supported 
Employment 

Between 2015 and 2018, the 
Workforce Partnership and CSH 
provided one-, two-, and three-day 
annual trainings on the 
foundations, principles, and fidelity 
to the evidence-based IPS Model 
of Supported Employment. 

The impact of the trainings was to 
introduce the model and build 
knowledge and capacity within the 
BHS Clinics, Clubhouses, and 
Assertive Community Treatment 
programs, with a focus toward 
eventual implementation of the IPS 
Model of Supported Employment 
within their respective programs.  

Westat IPS 
Employment 
Center in-person 

SDWP and CSH completed the In-
person IPS Westat training in 
2018.  Topics include a deep dive 

This training provided staff with the 
knowledge, skills and tools to gain a 
deeper understanding of the model 
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training (New 
Hampshire)  

on the principles, foundations, and 
fidelity to the model. 

and to successfully provide trainings 
and fidelity reviews for BHS 
contractors.  

Strategies for 
Successful Job 
Development  

In 2017 the Workforce Partnership 
provided a one- day training on 
job development strategies for 
Employment Specialists working 
in behavioral health settings.  

Attendees were guided through the 
process of job development, 
including strategies, development of 
job leads, , and how to conduct 
business and program analysis to 
successfully engage employers. 

Benefits & 
Employment 
Trainings 

Between 2015 and 2018, the 
Workforce Partnership, CSH 
Department of Rehabilitation, and 
Disability Rights California 
provided annual one day trainings 
on management of employment 
and public benefits for those living 
with serious mental illness.   

These trainings provided a 
foundation for clients and service 
providers of how to successfully 
navigate employment and public 
benefits through Work Incentive 
Planning.  The goal is to mitigate the 
impact of wages on Social Security 
benefits.   

 
MENTAL HEALTH STIGMA REDUCTION TRAININGS  
 
Beginning in late 2014, CSH identified and secured a grant of $15,000 through CalMHSA to 
create a series of stigma reduction trainings to be provided throughout San Diego County.  In 
collaboration with RI International, CSH recruited a peer with “lived expertise” to assist in 
creating and providing a stigma reduction curriculum to various groups, including the Disability 
Training Committee, several America’s Job Centers of California in the region and ten service 
clubs (Rotary and Lions).  The trainings were well received by attendees and feedback such as, 
“I really understand that those who live with mental illness can fully function and work/be 
employed, and I will use this information to not discriminate against them” was provided. This 
effort, utilizing Each Mind Matters campaign materials, were primarily held in May 2015, Mental 
Health Awareness Month.  

 
EMPLOYER SOCIALS 
 
The Workforce Partnership has led the efforts to conduct quarterly Employer Socials and to 
date, over 12 Employer Socials have been held in different sites throughout the region.  These 
are smaller scale job fairs that help take the anxiety out of meeting with employers face to face, 
in a casual, non-anxiety producing setting. Employer Socials enable participants to meet with 
employers, learn about their businesses and ask a variety of questions outside of a job interview 
format.  Attendance at Employer Socials is usually between 50 and 60 individuals, which include 
the Employment Specialists and their job seeking clients.  

With a shift toward employer engagement and inclusion over time, the socials have hosted a 
wide range of employers in attendance.  The goal for coming years will be to expand to include 
additional small scale events that focus on the specific type of employment clients are interested 
in attaining, based on workforce priority sector strategies (which are outlined in Chapter 3).  
Employers in attendance must be hiring and willing to announce current openings, discuss how 
applicants can apply, which qualifications they are seeking, and be willing accept resumes on 
site.   
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EMPLOYMENT FOCUS GROUPS  
 
As a key component of the Work Well Initiative, the team conducted annual focus groups as a 
way to capture the ideas and voices of the consumers served by the various behavioral health 
and employment programs within the San Diego BHS System of Care.  Between 2014 and 2018, 
CSH conducted over 20 focus groups with employers, Employment Specialists, Peer Support 
Specialists, county BHS staff, employers, and employed consumers. Common themes emerging 
from the groups each year include the desire to reserve Employment Specialist time for providing 
employment services only, the need for increased training on employment related topics, that 
stigma in the workplace continues to be pervasive and that he personal benefits to those who are 
employed are real and tangible (i.e. increased income, reduced symptoms and/or hospitalizations, 
and greater self-esteem).   
 
 
 

 
 
 
EMPLOYER AND CONSUMER TOOLKITS 
  
In 2017, under the guidance of the Workforce Partnership and County of San Diego BHS, CSH 
staff took the lead on creating a set of toolkits targeting both employers and behavioral health 
job seekers.  The Employer Toolkit provides information to companies on incentives in hiring 
someone with “lived expertise” and how Employment Specialists can help guide companies in 
the hiring process.  For job seekers, the Toolkit provides information on how to identify 
individual strengths and understanding the individual needs of each person as it relates to the 
“right” job” for them.  Both toolkits provide a list of resources available to employers and job 
seekers.  The toolkits can be found on the County of San Diego Network of Care site and 
Technical Resource Library in Appendix 1.  
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ALAMEDA PEER TO PEER EXCHANGE 
 
As part of the process of implementing the IPS Model of Supported Employment Model, CSH, 
Workforce Partnership and County Behavioral Health Services arranged and conducted a Peer 
to Peer Exchange on September 15, 2017 which brought together County and community 
organization peers to learn from each other and exchange information. The Peer to Peer 
exchange provided an opportunity for the Behavioral Health Recognition Award Winning 
program, the Work Well Initiative, (including County of San Diego Behavioral Health Services 
staff, Workforce Partnership Staff and CSH staff, and BHS-funded provider attendees) and 
Alameda County Behavioral Health Services Vocational Program to meet and collaboratively 
learn about: 

• the adoption, implementation, and evaluation of the IPS/Supported Employment Model 
throughout Alameda County’s Behavioral Health system of care; and  

• San Diego’s implementation of Supported Employment within the Behavioral Health 
system of care, as well as the use of IPS/Supported Employment with TANF recipients 
through a Department of Labor Workforce Innovation Fund initiative. 

 
The objectives of the day long learning exchange were to:  
1. Share best practices regarding Alameda County’s adoption and implementation of the 

Supported Employment (IPS) as a county wide model. 
2. Understand success factors in the adoption of Supported Employment across the system of 

behavioral health programs (e.g. how is the model integrated across the BH system). 
3. Examine the culture shifts needed within a large county system in order for the successful 

adoption of Supported Employment programs. 
4. Understand both the financial and training support needs of contractors and others charged 

with implementing Supported Employment programs, including technical assistance and 
fidelity reviews. 

 
The most significant outcome related to the Alameda County Peer to Peer Exchange was the 
County of San Diego Behavioral Health Service Department’s decision to fully adopt the 
evidence-based IPS Model of Supported Employment across the range of its contracted 
behavioral health clinics, clubhouses, and Assertive Community Treatment Programs. In July 
2018, county-funded BHS contracts were revised to include specific language on employment 
and the implementation of IPS, thus aligning employment deliverables for each contractor, 
which includes 11 clubhouses, 12 outpatient clinics, and 14 Assertive Community Treatment 
programs.  
 
COUNTY OF SAN DIEGO – ADDITIONAL BEHAVIORAL HEALTH RESOURCES 
San Diego continues to experience a slow and steady rise in the rate of employment for those 
who receive services within the BHS System of Care. County data continues to show upward 
trends, year over year, in employment related outcomes for those receiving services within the 
County of San Diego behavioral health system, and this data is outlined in further detail in the 
next chapter. 

 “IPS implementation took off like a rocket in San Diego, with the subsequent  
meetings to the Peer to Peer Exchange it seems that everyone is  

hands on with integration and implementation.” 

–Theresa Razzano, Director, Alameda County Behavioral Health Care Vocational Services 
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The BHS system continues to explore new and innovative ways to further investments in 
behavioral health employment initiatives.  Toward that end, County of San Diego BHS continues 
to make significant progress toward full implementation of employment programs across the 
entire portfolio of behavioral health services programs.  This includes providing resources for 
the Employment Technical Assistance contract with the Workforce Partnership and CSH.  
Additionally, the County provides resources for employment-only programs, including:  

• San Diego Employment Solutions Program:  The longest Mental Health Services Act 
(MHSA) funded stand-alone Supported Employment program in San Diego.  Mental 
Health Systems (MHS) has managed this program since its inception in 2006. 

• Noble Works Program: A Supported Employment program of Union of Pan Asian 
Communities that ended in December 2018.   

• Cooperative Agreement with California Department of Rehabilitation (DOR): The 
MHS Employment Services program between DOR and Mental Health Systems, Inc. 
This Cooperative Agreement has been in place since 1995. 
  

TRANSITION AGE YOUTH (TAY)-SPECIFIC PLANNING  
 
The County of San Diego Behavioral Health Services Transition Age Youth (TAY) Work Group 
Employment Subcommittee authored a report of recommendations in August 2018 to serve as a 
template for increasing employment for young people in San Diego County.  Broadly, the 
recommendations include:  

• employment focused staff education; 
• increased integration of services with Peer Support Specialists; 
• increased staff training around cultural competency, diversity, and trauma-informed 

service delivery; 
• streamlined employment data collection; and 
• implementation of the IPS Model with TAY populations county-wide.  

 
Public comments on the plan about TAY indicated that employment services are particularly 
critical for the TAY population.  If TAY get the needed employment supports at a younger age, 
the possibility of them staying employed long-term significantly increases.  Many TAY may not 
able to attend a four-year educational institution due to their symptoms, yet they can be 
extremely insightful and innovative, thus benefitting employers in creative areas of the workforce 
(i.e. music, art, writing, etc.)  Additionally, they may not be able to work full time or may have to 
take time off to recuperate if they become symptomatic, thus flexibility in work and school 
schedules is increasingly important. 
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CHAPTER 2 – IPS MODEL OF SUPPORTED EMPLOYMENT: LITERATURE AND 
PROGRAM REVIEWS, DATA, OUTCOMES AND FIDELITY REVIEWS  
 
OVERVIEW – IPS MODEL OF SUPPORTED EMPLOYMENT 

The Individual Placement and Support Model of Supported Employment was created in the late 
1980s and came out the Dartmouth Psychiatric Research Center.  Created by Deborah Becker, 
Gary Bond and Robert Drake, the model is an evidence-based practice that has, since 1996, 
been fully researched and vetted.  In 2010, the IPS Model was fully endorsed by Substance 
Abuse and Mental Health Services Agency.  Currently, the IPS Employment Center, run by 
Westat, is headquartered New Hampshire and serves as the premier international experts on 
research, dissemination, training, and consultation regarding Supported Employment.  

Successful implementation of the IPS Model of Supported Employment is based on adherence 
to the key principles and serve as a program’s foundation. 

Zero exclusion.  A person’s prior work history (or lack of work history), symptoms, appearance, 
hospitalization, or substance use history, or other major factors, are not deterrents to 
considering and/or seeking employment.  
 
Supported Employment services are fully integrated with comprehensive mental health 
treatment.  Employment Specialists are assigned to a minimum of one mental health team, and 
are full and equal members of that team, with weekly team meetings to strategize around 
employment goals for their shared clients.   
 
Competitive employment is the ultimate goal.  These are positions that anyone is eligible to 
apply for, regardless of their mental health or disability status, command a minimum wage, and 
can be part or full time status.  
 
Rapid job search goal of 30 days is the expectation.  The benchmark for this principle is that 
within 30 days of intake the job seeker is, at a minimum, meeting informally with a prospective 
employer.  The model does not focus on job readiness of the individual.  
 
Personalized benefits counseling is necessary.  Those receiving benefits may have real 
concern about what happens to their benefits once they are actually employed.  The model 
indicates that clients need a fact-based, personalized benefit planning session before returning 
to the workforce to make the most informed decision about their future employment 
opportunities.  
 
Follow-along job supports are continuous and are not time-limited.  Individualized supports 
are provided to the client until they have reached stability within their employment, or until the 
client indicates that they no longer want/need support from the Supported Employment team.    
 
Systematic Job Development. Employment specialists systematically visit employers, who are 
selected based on job seeker preferences, to learn about their business needs and hiring 
preferences. 
 
Consumer preferences, strengths, and experiences are vitally important to the process.  
The goal of Employment Specialists is to conduct thorough assessments of job seekers goals, 
based on their work preferences, their skills and strengths, scheduling limitations and choices, 
and support to disclose or to not disclose their mental health status to prospective employers.   
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LITERATURE REVIEW  

The body of literature on the effectiveness of the evidence-based Individualized Placement and 
Support (IPS) Model of Supported Employment is broad, deep and continues to expand.  Going 
back to 1996, 27 randomized control trials have shown a mean rate of competitive employment 
for individuals receiving IPS services as 56%. In these studies, those not receiving IPS services 
had an average rate of 23%. Follow up studies have found stable results after 10 to 12 years of 
measurement. 

From the IPSWorks.org website, the article Making the Case for Supported Employment 
incorporates multiple pieces of research regarding the IPS Model, including an individual’s 
desire to work, cost-effectiveness of IPS, effect on the overall improvement of long-term well-
being, and general lack of access to the IPS Model.  Of note among the statistics cited were 
that: 

• Two out of three individuals with mental illness are interested in competitive 
employment, but less than 15% are employed. 

• IPS is three times more effective than other vocational approaches in helping people 
with mental illness to work competitively. 

• Once individuals are on the disability rolls for severe mental illness, less than 1% of 
beneficiaries per year move off benefits to return to work. 

• A 10-year follow-up study of clients with co-occurring serious mental illness (SMI) and 
substance use disorder (SUD) found: 

o an average annual savings of over $16,000 per client in mental health treatment 
costs for steady workers, compared to clients who remained out of the labor 
market; and  

o approximately 40% of clients who obtain a job with the help of IPS become 
steady workers and remain competitively employed a decade later. 

• IPS programs generally achieve high fidelity implementation within one year’s time, and 
these programs have excellent competitive employment outcomes.  

A review of the presentation titled, Evidence for the Effectiveness of Individual Placement and 
Support Model of Supported Employment focuses on four significant trends in IPS research;   

• expanding the evidence base; 
• assessing the applicability of IPS for targeted subgroups;  
• extending IPS to groups people with SMI; and  
• developing strategies to disseminate, implement, sustain, and expand IPS.   

The presentation concludes with the growth and attention to IPS on a worldwide scale, scaling 
“up and out” of IPS in many directions, and the fact that more is known about IPS than any other 
vocational intervention due to the extensive amount of research conducted.   

This 2019 research paper provides an overview of a randomized controlled multicenter trial of 
individual placement and support for people with moderate-to-severe mental illness.  The study 
took place in Norway and set out to “evaluate the effectiveness of IPS for people struggling with 
work participation due to moderate-to-severe mental illness.” The trial compared IPS to high-
quality “treatment as usual” offered to those with moderate to severe mental illness, along with a 
prioritized spot in a vocational rehabilitation scheme (primarily work with assistance and/or a 
traineeship in a sheltered business).  Both rural and urban locations were involved.  Statistics of 
note from the research included: 
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• At 12-month follow-up, 36.6% of IPS clients and 27.1% of control group participants 
were in competitive employment.   

o This increased to 37.4% for IPS clients at 18 months and remained static for 
control group participants. 

• Subgroup analysis showed that employment rates were similar in participants with 
moderate and severe mental illness, indicating that IPS has an effect beyond the original 
target group of people with severe mental illness. 

• IPS yielded positive effects on all secondary outcomes (compared to the control 
condition): psychological distress, symptoms of depression, and improvements in health 
complaints, functioning, health-related quality of life, and general well-being.   

The August 2018 research paper, Achieving Recovery and Attaining Full Employment through 
the Evidence-Based IPS Supported Employment Approach, from the Maryland Behavioral 
Health Administration, provides an overview of Supported Employment and its approach and 
distinguishes that:  

“IPS is not a distinct model of service delivery, but rather a means to operationally define 
the principles and practices of supported employment for individuals with SMI, in an 
effort to facilitate research on its efficacy and effectiveness and to ensure its faithful 
adoption and implementation by programs claiming to provide supported employment 
services.”  

Additionally, this paper highlights the structures and sources that fund Supported Employment 
in Maryland.  It notes that Supported Employment services for individuals with SMI are funded 
jointly by the Behavioral Health Administration and the Division of Rehabilitation Services, the 
state’s vocational rehabilitation agency.  Their partnership leverages the resources of both 
agencies and maximizes devoted funding, which currently braids together state general funds, 
Medicaid service dollars, and vocational rehabilitation service dollars. 

In a 2018 research paper titled How Supported Employment Can Address Mental Health 
Inequities in Racial and Ethnic Minority Populations: Five States’ Experiences, the authors set 
out to “explore how Supported Employment could address racial and ethnic inequities in mental 
health treatment and outcomes”.  Recommendations from the paper note that other Supported 
Employment programs should consider: 

• examining trends in Supported Employment data by race and ethnicity; 
• leveraging existing data being collected; and  
• partnering with local mental health authorities to reach racial and ethnic minorities, 

developing cultural competence training and to ensure programs are maximizing impact. 
 

SUPPORTED EMPLOYMENT AND YOUTH 

Specific to the implementation of IPS Model of Supported Employment with youth, the following 
article, Transition for young people with learning disabilities in housing, social care, and health 
care, education/training, and employment, came to the following conclusions: 

“The lack of specialized support for young people with learning disabilities is a likely 
contributor to the high number of young people not in education, employment, or training 
in this population.  Most remain in the family home without meaningful involvement in 
work activities (be it full time, part time, or volunteer).  Supported Employment has 
been shown to be what works with this population.  Support is required for 
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developing vocational preferences, take up and sustain work placements and work 
experiences at an early age, and for acquiring sufficient self-determination skills and 
general life skills to obtain and hold down a job on an ongoing basis…Additionally, 
individuals are often only invited to participate in Supported Employment if a stakeholder 
requests it, whereas it should be a mandatory consideration for the transition planning 
process.  Instilling employment as a personal ambition and as a viable transition aim 
requires early intervention, good planning and preparations as well as robust, ongoing 
support structures.” 

 

 

 

PROGRAM REVIEW  

Below are thumbnail sketches of three national programs that are successfully implementing the 
IPS Model of Supported Employment and are demonstrating solid, positive outcomes across 
various populations and program metrics.   

Sheppard Pratt Health Systems (Baltimore, MD)  

This health system-based program uses the IPS Model to help clients find meaningful work 
across nine separate service locations within the state of Maryland. They adhere to the belief 
that…  

“…paid community-based employment is imperative to recovery. Being part of the labor 
force enhances individuals’ quality of life and results in immeasurable positive outcomes 
like increased self-esteem.”   

The program works with young adults, adults, and older adults who desire employment, 
regardless of their mental health condition.  Their employment body of work is connected to a 
health system, which also provides the following services: crisis and admission, inpatient 
specialty services, residential and structured day services, therapy and medication 
management, community and family supports, school and school-based services, 
developmental disability services, employment and job training (which is where IPS lands), and 
care coordination and in-home services. 
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Guild Incorporated (St. Paul, MN) 

Guild Incorporated’s employment services program provides Supported Employment to 
individuals who are receiving Targeted Case Management (TCM) in specific counties as well as 
those in one of their agency programs that serves individuals who are chronically homeless.  
Staff work with individuals in the pre-contemplation phase of thinking about work, those actively 
seeking employment, and those who have a job and need ongoing support.   

Notable statistics from 2018 impact report are that: 

• 73% of individuals receiving employment services from Guild were hired in competitive 
jobs or maintained their employment from the year prior. 

• The program is in the top 25% of similar programs in the nation that use the IPS Model, 
based on placement rate. 

Alameda County Behavioral Health Vocational Services (Alameda, CA)   

Alameda County Behavioral Health Vocational Services IPS is a part of the Adult System of 
Care for Behavioral Health Care Services that is imbedded in 15 different county operated and 
community based service teams and specialty mental health programs.  

Their service approach is to partner with consumers for engagement around their unique 
interests and needs in finding a job, meet in their community to identify employers, apply for 
jobs and assist with retention, while continuing to collaborate with their clinical team and 
significant others to aid in their success. The IPS Model is seen as a treatment intervention. 
After a consumer is working, providers continue to support the individual until the job is secure 
and s/he is satisfied with the job match. If they want a different job or lose the one secured, they 
keep looking for jobs to help find a better fit. There is a "zero exclusion" approach to recruiting 
consumers for services, which means that as long as they are motivated to work and have 
expressed interest, they will be engaged despite any presenting barrier.  The program serves a 
wide age range from youth (16-17 years old) all the way up to older adults (60+ years old) in 
finding and keeping competitive work. 

For fiscal year 2018-19 the program also maintained seven contracts with community-based 
organizations that served 450 individuals.  Vocational Services is externally reviewed annually, 
based on the 25 standard Fidelity Review and has sustained a “Good” level of fidelity. The 
program has a 37% job placement rate for the fiscal year, whereas benchmarks set by the 
Westat IPS Collaborative include 30% minimal standard, 40% good standard, and 50% 
exemplary standard. 

The more complete literature and program review and summary document of Supported 
Employment is included in this document as Appendix 2.  

DATA AND OUTCOMES 
 
“Work is extremely important both in maintaining mental health and in promoting the 
recovery of those who have experienced mental health problems.” (Rinaldi & Perkins).   
 
With greater participation in the workforce and decreased poverty, the mental and physical 
health of individuals improves.  While the positive impact of work is well known, overall less than 
10% of mental health consumers in California work, while 60-70% express interest in working.2 
                                                 
2 Source: California Institute for Behavioral Health Solutions, https://www.cibhs.org  

https://www.cibhs.org/
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San Diego County has embraced the challenge of increasing employment options for people 
with serious mental illness and this Strategic Employment Plan creates a clear road map to 
achieve that goal.   
 
In reviewing the impact of the implementation of San Diego’s initial five years of the Strategic 
Employment Plan, it is apparent that there has been a steady increase in the number of people 
with serious mental illness who are working in competitive jobs and who are actively seeking 
work. The number of people working in competitive jobs at the end of fiscal year 2013/14 was 
3,159, which increased to 4,291 individuals in competitive employment by the end of fiscal year 
2017/18, meaning that 12% of San Diego’s BHS clients with serious mental illness are now 
working in competitive jobs, an increase of 3%.3 Additionally, there has been a sizeable 
reduction in the number of people who do not consider themselves to be in the workforce (e.g. a 
reduction in people who aren’t looking for work and do not feel they belong in the workforce).  In 
this way, San Diego County is outperforming other counties across the state in connecting 
clients with serious mental illness to employment opportunities.  
 
The San Diego Workforce Partnership and CSH analyzed County of San Diego’s BHS 
Databook each year following the initial Strategic Employment Plan (2013/14).  Annually, more 
than 200 additional unique clients were employed in competitive employment, with a total of 795 
more clients working than in the baseline year. This achievement is all the more remarkable as 
there were fewer clients served in FY 17/18 (43,721 total clients served) than in 13/14 (44,004 
total clients served). Notably, over that time period 2,198 more clients now consider themselves 
job-seekers and part of the active labor force.  Finally, 674 more individuals are actively seeking 
work and engaging in activities to pursue employment.   The following charts summarize these 
clear trends: 
  

                                                 
3 Source: County of San Diego Behavioral Health Services Databooks 
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FIDELITY REVIEWS AND TRENDS 
 
The IPS Model of Supported Employment includes a 25-point fidelity scale which measures the 
program implementation against the model to assess how well the program is doing.  The 
fidelity scale defines all key measures which indicate whether a program is partially or fully 
implementing the model.  Research demonstrates that programs with higher fidelity to the model 
have greater employment outcomes for their participants. 
 
In November 2015, CSH completed a Fidelity Review of Mental Health Systems Employment 
Solutions program, including a review of their contractors, Union of Pan Asian Community and 
the University of California San Diego Outpatient Psychiatry Department.  In June of 2017, CSH 
completed an additional fidelity review of the separate Union of Pan Asian Communities 
program, Noble Works. Between the adoption of IPS across County BHS in July 2018 to 
present, the Workforce Partnership and CSH have completed 14 fidelity reviews across County- 
funded clinics, clubhouses and Assertive Community Treatment programs. The 14 reviews have 
shown an average score of 92.4 out of 125, which translates to “fair” fidelity on the scale.  The 
reviews also uncovered positive program attributes, as well as areas for needed improvement, 
which, if implemented, could raise the fidelity to fair to good.   
 

IPS Fidelity Review Results: July 2018 to December 2019 
Attributes Needs 

Wide acceptance of IPS Model of Supported 
Employment as a needed client service 

Additional training on work incentives/benefits 
counseling is essential 

The mix of jobs and employers is diverse and 
strong 

IPS training is needed for organizational 
executive leadership around program 
implementation  

For some programs, there is good integration 
between employment and clinical services 

For other programs, there is room for better 
integration between clinical and employment 
services, particularly at clubhouses 

Vocational assessment tools are working well  Ability to carve out more time for Employment 
Specialists to be field/community based 

Zero exclusion seems to be the inherent 
culture of programs  

Additional funding for programs to hire 
employment services supervisors 

 Strengthened relationship with Department of 
Rehabilitation  

 
“The review was a good process to go through it helps you know where you 

stand, both the good and bad. The review assisted me with making sure 
everything about my work with a client was documented from start to finish. I 

used the fidelity review scale and graded myself on each item so that I had a clear 
expectation going into the review on what the team would be looking for.” 

 
–Kim Pitts, Employment Specialist, 

Community Research Foundation’s Heartland Clinic 
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EMPLOYMENT SUCCESS STORY - ELIJAH 
 
Elijah is a transition aged youth with the Pathways Catalyst program and he lives with a 
diagnosis of Schizoaffective disorder, anxiety and paranoia.  For the past year, Elijah has been 
working as a barista, as well as training new employees and really enjoys his job.  It provides 
him with positive support and the opportunity to be creative and feel like he has a purpose in 
life.  After some initial struggles with hygiene and behavior, he was able to get back on track 
with support from his boss and his Assertive Community Treatment team, who helped by 
providing behavioral intervention and skill development. 

During this past year, Elijah has dealt with some unfortunate life events, including the loss of his 
grandmother and a close friend, both of whom passed away within a couple months of each 
other. He expressed that work became a way for him to receive needed support while he was 
going through the grieving process. During this difficult time, he came to understand that if he 
did not have his job or the support he would have just isolated at home. He was able to discuss 
his actions and behaviors with his boss regarding identifying what he was going through and his 
boss was supportive and accommodating of his needs.  This made him feel appreciated and 
cared for. 

Elijah also shared that his journey with employment services has seen a complete turnaround 
since IPS Supported Employment was implemented at the Catalyst program. He reported really 
liking how services were geared towards an individual’s wants without feeling pressure to do 
something they did not want to do. Elijah also identified that meeting employers face to face, 
with employment services staff was something he had never experienced before and that these 
meetings really helped him to thrive socially. Overall, the client enjoys the face to face 
interaction as one of the key aspects of employment services. 

Elijah has maintained his own apartment and has paid his bills for some time now and just 
finished another semester of college, all while holding down a part-time job.  When asked he 
stated,  

“Today I notice more support from my treatment team than ever before. I feel like my team 
works together now and we are all on the same page with my goals and treatment and that 
employment has become a major part of my treatment.  I feel I have more direction with my 
employment and my goals.” 
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CHAPTER 3 

SAN DIEGO WORKFORCE PARTNERSHIP PRIORITY SECTORS  

The San Diego Workforce Partnership has a long-standing goal of achieving successful 
outcomes for special populations within the region including those with disabilities. Through 
multiple grants including Breaking Barriers, a Department of Labor Workforce Innovation Fund 
Grant, adapted to the Homeless Employment Pilot Program funded through The San Diego 
Regional Task Force for the Homeless and private funding, partnerships have been built and 
processes developed to carry on throughout the workforce sector. Providing wrap around, 
intensive services through the Individual Placement and Support Model (IPS), The Workforce 
Partnership has invested in quality placement and retention outcomes with an aim of long term 
successful economic empowerment.  

Incorporating the IPS Model into the Behavioral Health System has increased employment 
outcomes for people who traditionally have low connection rates with employment services in 
the past. Within that framework, the Workforce Partnership emphasizes a pathway to 
sustainable careers while increasing job quality, including an emphasis on flexibility and stable 
schedules that lead to economic opportunity and security while advancing the dignity of work.  
Engaging local employers and helping shape policy through legislation are main pillars of the 
efforts that the Workforce Partnership is focusing on over the coming years. Addressing the key 
issues of long term stability for families while addressing concerns within the workforce sector 
(including childcare costs and family friendly inclusive practices), the Workforce Partnership 
aims to work with local employers to combat turn over and engage potential workforce 
members.  

By collecting concrete data within the region on employment trends, priority occupations and 
sectors, the Workforce Partnership internally regularly identifies the county’s priority 
occupations—those with self-sufficient wages at the entry level and greater-than-average 
annual openings and growth. Specifically, this means a priority occupation must pay at least 
90% of workers $15.99 an hour or more, must provide at least 63 openings a year, and must be 
growing in number of jobs by at least 6.5% a year. There are 72 priority occupations in San 
Diego. Once the Workforce Partnership identifies the region’s priority occupations, the jobs in 
these occupations are identified. Economic sectors with at least 10,000 jobs in priority 
occupations are called Priority Sectors. There are 7 priority sectors in the San Diego region: 

• Education & Human Development (70k priority jobs) 
• Healthcare (58k) 
• Advanced Manufacturing (26k) 
• Public Administration (19k) 
• Life Sciences & Biotech (14k) 
• Information and Communication Technology & Digital Media (13k) 
• Energy, Construction, & Utilities (11k) 

A key goal of the collaboration with the County of San Diego BHS Employment Services as well 
as Corporation for Supportive Housing will be to train Employment Specialists to build 
connections through the IPS Model with employers who are hiring in these identified priority 
sectors. The benefit for clients within the system of care will be long term, higher paying 
placements and long-term retention in stable career pathways. Building quality opportunities for 
both youth and adults who may have limited job experience or education is critical to long term 
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economic stability. With behavioral health diagnoses come multiple other challenges to 
employment placements including individuals experiencing homelessness, justice system 
involvement, those with language barriers or immigration status issues, and people with 
substance use disorders/co-occurring disorders.  The pathway to sustainable employment must 
be attained through individualize, customized supports for each client. Successful service 
delivery is client-driven and person-centered. The IPS Model fits that goal and is a compliment 
to the team approach within each BHS location, where individuals receive treatment and 
employment services concurrently and are encouraged to initiate client-focused treatment plans.   

 
Gaps in Service Delivery 

The San Diego County region has service delivery gaps including disparities for people with 
disabilities in employment opportunities, including lack of affordable housing, housing insecurity, 
racial disparity, and lack of opportunity at living wages. 

For people with disabilities in the United States, the rate of unemployment is 20.7% versus 
68.9% for people without disabilities.4 This discrepancy leaves people with disabilities with 
limited economic resources including a dependency on Social Security and disability benefits 
and can lead to other long-term issues including homelessness. San Diego County has the 4th 
largest population of homeless individuals in the nation.5 Raising housing costs and limited 
supply of low-income housing units has led to a rise in unsheltered individuals as well as 
housing insecurity.  With a history of racial and class-based discriminatory sentiment, many 
housing programs in the past divided the region further and resulted in income inequality, 
resulting in significantly worse outcomes for low-income families and communities of color. 
Regardless of race or ethnicity, workers with a disability are less likely to be employed.  (Kang, 
2018).6 “Segregation levels today mirror those that existed in the 1960s. Income inequality is 
worsening. The number of people living in high-poverty neighborhoods has almost doubled 
since 2000, with African American and Hispanic families disproportionately impacted” (Ijadi-
Maghsoodi, 2018).7  A more detailed discussion of issues of race and equity is included in 
Chapter 4. 

 
  

                                                 
4 US Bureau of Labor Statistics Persons with a Disability: Labor Force Characteristics Summary 
5 https://www.rtfhsd.org/what-we-do/weallcount-pitc/ 
6 Kang, Jamie L, et al. “Labor Force Characteristics of People with a Disability.” U.S. Bureau Of Labor 
Statistics, Oct. 2018, https://www.bls.gov/spotlight/2018/labor-force-characteristics-of-people-with-a-
disability/pdf/labor-force-characteristics-of-people-with-a-disability.pdf. 
7 Ijadi-Maghsoodi, Parisa. “Safeguard Our Back Country's Unintended Impact on Affordable Housing and 

Communities of Color.” SD Dems, 17 July 2018, 
sdcdp.ngpvanhost.com/sites/sdcdp/files/pdf/Affordable_Housing_and_Communities_of_Color.pdf. 

 

“Having a job gives me purpose and I feel 
privileged to work and assist others.” 

––NAMI San Diego 2018 Focus Group Participant 
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CHAPTER 4:  STAKEHOLDER INPUT 

FOCUS GROUP AND KEY INFORMANT INTERVIEW HIGHLIGHTS   
 
Between October and December 2019, San Diego Workforce Partnership and CSH began 
gathering feedback and input from multiple stakeholders, through focus groups and individual 
key informant interviews.  Both groups and interviews produced valuable information about the 
current Supported Employment landscape and many of the comments incorporate the 
recommendations as part of this strategic plan.  
 
FOCUS GROUP HIGHLIGHTS  
 
PEER SUPPORT SPECIALISTS  
  
The peer support focus group was coordinated with NAMI San Diego and RI International and 
held at RI International in November 2019 with a total of eight Peers and the Peer Employment 
Specialist from RI International.  This group yielded a wealth of information regarding the 
perceived status of Peer Support Specialists within the behavioral health system. 
 
From one perspective, there was the feeling that peer jobs have morphed from part to full time, 
due to additional county contract requirements.  While this is a step in the right direction, there 
may be a general misconception about the foundational principles of a Peer Specialist role. 
Programs are working from different definitions of peer roles, responsibilities and job 
descriptions including a lack of standardization of functions across programs and organizations.     
 
The need for self-advocacy and advocacy for others is a big part of the overall peer work frame. 
Consensus was reached among the group around the need to create career pathways for Peer 
Specialists, given the lower salary range that currently exists for peers.  It was discussed that 
this might include pathways to becoming Employment Specialists, Case Managers, or Wellness 
Coordinators in behavioral health and/or non-behavioral health sectors. 
 
One theme that emerged for peers working within ACT 
programs is their need to make “space” as a member of the 
team.  The County requires that peers are employed on 
ACT teams and there is an opportunity for a better 
understanding of how to best utilize peer talents, while 
being sensitive to reducing tokenism and ensuring that 
peers’ skills are recognized and maximized on the job.  
Additional feedback centered on the importance of setting 
boundaries and navigating around those who may not hold 
a recovery focus.  
 
Additional feedback regarding Peers includes a feeling 
among some that there is the need for a stronger 
commitment from individuals who are seeking Peer 
training.  Often times, those in the Peer Specialist track 
just “drop off the radar” in terms of them completing their 
Peer training.  Some recommendations toward changing 
this include adding Peer support teams that might inspire 
a stronger commitment toward employment, Longer 
duration of peer trainings, including ongoing the addition of 
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refresher trainings, as well as more and different types of peer trainings being made available, 
because one size does not fit all. 
 
EMPLOYED CONSUMERS  
 
CSH conducted a focus group with currently employed clients and those who are actively looking 
for work.  All attendees were clients at either the Pathways Catalyst program (for transition age 
youth) or Mental Health Systems Employment Solutions, the stand-alone IPS Supported 
Employment program.   There were a total of 8 attendees in the group, five employed consumers, 
two Employment Specialists and one Peer Specialist.  Themes that emerged from this group were 
varied but included the need for: 

 
• Enhanced support services, to include bus passes, gift cards for new interview clothing, 

and access to financial literacy/education services to assist clients with money 
management. 

• Stronger referral bridges between behavioral health programs, particularly during 
periods of age transitions (i.e. TAY to Adult)  

• Training and education on benefits management and employment.  There continues to 
be a general lack of knowledge about the “benefits cliff” and how that impacts an 
individual’s ability to work and the amount they are able to earn. 

• Expansion of subsidized wage work environments (with a specific example of the local 
DOJO café which has a relaxed hiring policy and hires those with little to no experience, 
but the motivation, drive and desire to work.)  

 
 
EMPLOYMENT SPECIALISTS 

SDWP and CSH co-facilitated the October 8, 
2019 Work Well meeting to include an in-depth 
group discussion with Employment Specialists 
to solicit their input into the strategic 
employment plan revisions.  Below are 
highlights of how Employment Specialists see 
themselves in relation to their clients, some 
perceived barriers to expansion, their primary 
needs for training, and specific 
recommendations for the future. 
   
In their own words, Employment Specialists identify themselves as creative bridge builders, role 
models, ambassadors for the Supported Employment model, motivators, professional mentors 
(beyond employment), supporters, mental health stigma busters, matchmakers, advocates, 
case managers, and interpreters.  When asked to identify barriers to expanding employment 
services, the group highlighted the following:   

• the organization’s executive team lack of familiarity with the IPS Model; 
• a general lack of funding for and knowledge of the IPS Model; 
• competing priorities and goals for clients in different settings; 
• expectation of frequent contact with clients can be challenging; 
• overcoming the “you’re sick, you can’t work” clinical attitude, which fosters frustration; 

and 
• a lack of collaboration and open mindedness for clinicians outside the clubhouse.  
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For ongoing training needs, the Employment Specialists identified multiple topics, including:   
• Trauma Informed Care trainings (including lifespan trauma)  
• Benefits Counseling 
• Self-care & balance  
• Person-centered training  
• Strength based case management and strengths assessment  
• How to create a culture of wellness within their organization 
• Additional supervisory and peer supervisory training for IPS  
• Accommodation requests for employers and veterans-focused training  
• A Resource Portal to get all the information we need in one place. 

 
Employment Specialists made the following general recommendations for future success of the 
Work Well Initiative: 

• Strengthening program messaging through having a champion, at both employer and 
clinical sites. 

• Honoring employers who hire their clients. 
• Increasing employment placements each year. 
• Working toward sustainable employment. 
• Lessening mental illness stigma in the workplace (i.e. promoting the normalcy of mental 

health issues) through employer education and expansion of the employer base.  
• Increasing awareness of benefits and employment management. 
• Increasing pay rates for employment services staff, in order to be competitive. 
• Strengthening and sustaining program funding. 
• Increasing public awareness of issues that clients face (through tools like It’s Up to Us 

Campaign). 
• Continuing to expand Supported Employment to multiple venues. 

         
KEY INFORMANT INTERVIEW HIGHLIGHTS  

Another important component of the information gathering process for this revised strategic 
employment plan involved speaking with several individuals with notable expertise in the areas 
of Supported Employment, workforce development and behavioral health.  Individuals 
interviewed for this plan were:  

• Beth Twamley, Ph.D., University of California San Diego; 
• Melissa Young, Director, National Center of Employment and Homelessness, Heartland 

Alliance;  
• Theresa Razzano, Director and Chris Llorente, IPS Trainer; Alameda County Behavioral 

Health Care Vocational Services;  
• Deborah Becker and Gary Bond, Westat IPS Employment Center; 
• Piedad Garcia, Ed.D, LCSW, Deputy Director and Betsy Knight, Behavioral Health 

Program Coordinator, County of San Diego, Behavioral Health Services, Adult and Older 
Adult System of Care; 

• Daniel Enemark, Senior Research Analyst, San Diego Workforce Partnership; and 
• Paul Delessio, Director of Coordinated Services and Rocio Hammershaimb, Division 

Director of Facilities Operations, Father Joe’s Villages 
 
The following section highlights common themes that emerged from these conversations as 
they relate to IPS Supported Employment.  While some comments may lead into specific 
recommendations contained within this plan, others are worthy of note for future consideration.   
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NEED FOR EXPANSION OF THE IPS MODEL  
 
According to IPSWorks.org website, over 60% clients with severe mental illness want to work, 
but less than 20% are employed and only 2% of people who could benefit have access to 
effective employment services.  This demonstrates the need for continued expansion of the IPS 
Model of Supported Employment locally and nationally.  
 
Youth:  There was an expressed focus on a specific expansion of the model specifically to 
engage youth in Supported Employment.  The newly validated youth IPS fidelity scale 
incorporates supported education as a key component.  Currently, the youth scale has been 
piloted in six sites thus far and in January Westat will be beginning a three-year study of the 
scale that will include ten pilot sites.    
 
Substance Use Disorder (SUD): Another specific population that was identified for potential 
expansion of the IPS Model of Supported Employment to were those receiving substance use 
disorder (SUD) treatment through County-funded SUD treatment facilities.   
 
Both Dr. Becker and Dr. Bond felt there was no disadvantage of using the full fidelity scale for 
multiple populations, given the crossover on issues of mental illness, justice involvement and 
homelessness.  Use of the full scale, even though particular programs may score low on 
integration items, should be a top priority.  The example was given of continuing to emphasize 
the top priority of integration of employment and behavioral health services at clubhouses, 
recognizing that while this is more challenging to implement, the outcomes would produce 
higher rates of employment for members who are supported while seeking work. 

There were comments regarding San Diego’s movement toward becoming a member of the IPS 
International Learning Community.  It was noted that in order to become an active member of 
the learning community, counties/states can establish working relationships with the Department 
of Rehabilitation which can grow over time.  One practical approach to stronger systems 
alignment would be to conduct a “crosswalk” of the California Department of Rehabilitation 
services and the IPS Model of Supported Employment to see where there are similarities and 
differences, with the goal of identifying areas for enhanced collaboration.  

Finally, interviewees encouraged San Diego to consider creating and hosting an Annual IPS 
Supported Employment Summit to highlight San Diego’s exceptional early employment 
achievement to further build capacity among BHS partners and highlight local service providers. 

 
RENEWED FOCUS ON DATA AND RACE EQUITY 
 
It is critical that efforts focused on employment include a Race Equity framework which 
recognizes the broad reaching impacts of individual, institutional, and structural racism as well 
as implicit and explicit bias which contribute to systemic obstacles to equitable employment and 
workforce training. Unemployment rates are generally higher for people of color and it is 
important that partners engaged in workforce development and pathways to employment 
develop a shared understanding of race equity.   
 
Specifically in San Diego County, there is a high level of racial inequality in income and 
employment.  In 2018, mean income for white workers 18-24 years old was $25,448, while 
mean income for black residents was only $12,129, and the wealth gap is even larger than the 
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income gap.8 San Diego’s racial disparity in youth disconnection (the proportion of 16-24-year-
olds both out of school and unemployed) is the highest in the nation.9 In addition, San Diego’s 
high cost of living—44% higher than the national average10—makes the economic 
disadvantages faced by people of color especially daunting. 

The impacts of racism are seen in larger policy conversations regarding wages, quality/standard 
of living and equity and there is a greater need for focusing in on racial equity across the 
workforce and employment landscape.  It is critical to prioritize strategies that address racial 
inequities while recognizing widening gaps in income equality and promotional opportunities 
within the retail sector. Many participants in the BHS System of Care may find themselves in the 
retail sector or other entry level positions and experience these significant disparities in 
economic opportunities for people of color.  Using data driven planning which focuses on wage 
and placement rates for people of color will help to identify and address implicit and explicit bias.  
An important goal of this Employment Plan is to focus on improving data collection and lived 
experience related to race and employment outcomes to gain a better understanding of the 
racial disparities experienced in employment and the behavioral health services system, and to 
develop tools which effectively address these disparities.  For example, according to the 2018 
document Ready for Equity in Workforce Development, Racial Equity Readiness Assessment 
Tool, by Race Forward and Center for Social Inclusion outlines that:  

 
“Racial inequity is a critical barrier and outcome in the field of workforce development, as 
practitioners strive to provide quality and effective service for workers.  In contrast to 
popular thought, racial bias is not simply an issue of individual animus, but instead a 
pattern that manifests in the policies, practices and then everyday operations of 
institutions.  These patterns of racial inequity often occur without the intention or 
awareness of the staff and leadership.  The impacts and negative outcomes on 
customers of color can be severe, leading to lower service access, training quality and 
job placement.  Ultimately, this means workforce development organizations that fail to 
address racial inequity within their institution fall short of their mission and vision.” 

 
As this plan is implemented, employment focused racial equity tools will be explored to analyze 
best practices in addressing implicit bias and institutional racism, with a proactive goal valuing 
and operationalizing racial equity. 
 
 
ENHANCED BENEFITS COUNSELING AND SUPPORTIVE SERVICES  
 
There is continued need for greater education on benefits and employment for both clients and 
service providers.  This is due to a general lack of understanding about management of public 
benefits for those who are employed or seeking employment.  Increased skill levels among 
service providers will be crucial in assisting clients who want to maintain critical benefits while 
employed. 
 
Other types of workforce supports needed for those who experience structural challenges to 
getting and keeping a job were identified.  These include focusing on childcare, transportation, 
                                                 
8 Oliver, M., & Shapiro, T. (2013). Black wealth/white wealth: A new perspective on racial inequality. Routledge. 
 
9 Burd-Sharps, S., & Lewis, K. (2018). More Than a Million Reasons for Hope: Youth Disconnection in America 
Today. Brooklyn, NY: Social Science Research Council. 
 
10 Council for Community & Economic Research, Cost of Living Index, http://coli.org. 

http://coli.org/


23 

and justice system involvement (i.e. expungement).   There is opportunity to identify additional 
supports that meet individuals’ needs beyond these three identified areas. 
  
Life skills training beyond employment was noted as an important component for individuals.  
Specific areas identified included coaching on topics such as how to behave or engage in the 
workplace, communication skills, and financial literacy, (i.e. how to manage a paycheck, 
budgeting or establishing a bank account). Attention to these and other skills should accompany 
the overall Supported Employment services provided to job seekers.   
 
SECTORS, EMPLOYERS, AND EMPLOYER ENGAGEMENT 

Daniel Enemark, Senior Research Analyst at the Workforce Partnership, talked about the 
significance of priority sectors for the workforce development system.  They view occupations 
as the most efficient tools to turn their workforce funding into viable pathways for individuals to 
move from low-income to the middle class.  Priority sectors are identified as plentiful, with 
enough available jobs, that are growing at a rate of 6% or greater, and where many people can 
be placed into them.  Daniel noted that people searching for jobs typically look to occupations, 
not sectors, and that a focus on occupations is the best place to start when thinking about how 
to support people looking for work.  The San Diego Priority Sector posters are available on the 
San Diego Workforce Partnership website: https://workforce.org/reports/. 

Paul Delessio and Rocio Hammershaimb of Father Joe’s Villages, a San Diego homeless 
services provider, talked about the sector based strategies they successfully use with their 
clients.  The focus is on jobs that provide a salary above minimum wage, in areas where there 
are available jobs.  This includes maintenance, painting, property management, senior 
caregiving, hydroponic gardening, culinary arts, and warehouse work.  They discussed how the 
availability of jobs in the community is an important point.  Toward that end, they initially train 
clients for certification in a particular field with open positions (i.e., culinary or security guard), 
with the ultimate goal of helping them onto a career pathway or ladder the individual can climb.   
 
Melissa Young of Heartland Alliance talked about guiding employers toward adopting trauma 
informed guidelines, policies, and procedures as a means to assist vulnerable job seekers from 
being re-traumatized when they return to the workplace.  This would go a long way toward 
reducing stigma around mental illness, while supporting an individual’s ability to obtain or retain 
a job. 
 
PROGRAMMATIC CONSIDERATIONS 
 
Theresa Razzano and Chris Llorente of Alameda County have described the structure of an 
ideal IPS program with a focus on the need to have IPS employment supervisors that oversee a 
group of Employment Specialists within each program.  This enables supervisors have more 
authority within a program, as opposed to designating someone as a lead Employment 
Specialist within the overall organization.   
 
Given San Diego’s robust rollout of the IPS program across the Behavioral Health Services 
system, one specific recommendation made was to consider conducting IPS fidelity reviews by 
organization, rather than by the individual program.  This would ensure that all IPS programs 
would receive a fidelity review within a much shorter timeframe, rather than over the longer 
period that it will currently take to complete all initial reviews.  This could help programs get on 
the fast track from fair to good fidelity in a shorter period of time, thus enhancing their job 
placement outcomes.   
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INCREASED IPS FUNDING 
 
There was discussion about the need to identify and secure additional grant funding for IPS 
implementation, along with the specific opportunity to add Medi-Cal billing for services provided 
under the Supported Employment Model. This would create significant opportunity to bring in 
additional funding if the Supported Employment programs in San Diego were able to maximize 
Medi-Cal reimbursement for covered services for people with serious mental illness.  Other 
counties and states have conducted Medicaid “Crosswalks” to help identify services and billing 
approaches which quality for Medicaid billing, resulting in increased revenue to the local mental 
health system.  Alameda County has trained county-funded providers on how to successfully bill 
Medi-Cal for clinically appropriate employment services. 
 
It was also noted that if the County was able to expand resources to programs and/or help 
identify other funding sources for IPS, programs would have greater internal capacity to 
implement changes to move their fidelity outcomes from fair to good, thus increasing positive 
employment outcomes for their clients.  
 

 

  

 “I feel good, but I’ll feel better once I’m 
employed.” 

––East Corner Clubhouse 2018 Focus Group Participant 
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CHAPTER 5:  SUMMARY OF RECOMMENDED GOALS, OBJECTIVES, STRATEGIES, 
AND ACTIONS THROUGH 2024  
 
This San Diego Behavioral Health Five Year Strategic Employment Plan outlines the following 
five year goals in seeking to increase employment opportunities for people with behavioral 
health issues.  The five goals, objectives, and strategies are outlined here. 

 
GOAL 1: EXPAND ACCESS TO IPS SUPPORTED EMPLOYMENT  

 
Objectives:  
a) Increase access to IPS Supported Employment services for a broader range of people 

with behavioral health needs in San Diego County, including youth and people with 
substance use disorders. 

 
Strategies: 
i) Enhance IPS Supported Employment services for Youth with behavioral health needs  

• Implement recommendations from County BHS TAY Workgroup Employment 
Subcommittee to Expand IPS Model to include more youth-focused organizations 

o Transition all youth providers to the new IPS youth scale 
o Consider creating a mobile team to provide youth IPS services 
o Evaluate Supported Education and consider capacity building with youth 

providers around Supported Education  
 

ii) Enhance IPS Supported Employment services for people with substance use disorders 
• Expand IPS Supported Employment Model to Substance Use Disorder county-

funded residential, outpatient, and opioid treatment programs  
 
b) Maximize IPS Supported Employment collaborative efforts to build on the county-

wide network of IPS experts. 
 
Strategies: 

• Support regular monthly IPS Employment Specialist meetings 
• Quarterly Work Well meetings 
• Quarterly Employer Socials 
• Quarterly IPS Advisory Meeting (program managers) 
• Create and host an annual San Diego IPS Supported Employment Summit   
• Membership in Westat IPS International Learning Community  
 

  
c) Enhance San Diego BHS providers’ capacity to implement IPS Supported 

Employment through ongoing training 
 
Strategies: 

• Continue to provide and enhance training opportunities for BHS-funded Employment 
Specialists and Program Managers.  Trainings will be a combination of in-person and 
on-line trainings and webinars: 

o Quarterly training on IPS SE topics 
o IPS Supported Employment (Introductory and Advanced) 
o Benefits Counseling 
o Job Development Training  
o Other identified topics  
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GOAL 2: ENGAGE EMPLOYERS AS KEY PARTNERS IN THE WORK WELL 
INITIATIVE  
 
Objectives:  
a) Engage High Priority sectors in the Work Well initiative, with the goal of identifying 
Work Well employer champions 
 

Strategies 
• Conduct frequent mini Employer Socials based on the San Diego high priority 

sectors  
• Conduct quarterly Employer Socials  

 
b)  Promote Countywide IPS and Employer Engagement through social marketing efforts  

 
Strategies 

• Create a Work Well Website, as a repository of all efforts related to Work Well  
• Create a Work Well Social Marketing campaign aligned with the County’s It’s Up 

to Us effort  
 
GOAL 3: ENHANCE DATA COLLECTION AND ANALYSIS  
 
Objective:  
Use expanded data collection and analysis to drive data informed decision making in IPS 
Supported Employment efforts. 

 
Strategies: 

• Align San Diego County data with IPS Learning Community metrics  
• Mandate standardized reporting, training and accountability, with county 

overseeing data management internally 
• Analyze and regularly report on fidelity results, employment outcomes, and 

county-wide race equity data 
• Track employers hiring across BHS-funded sites to understand hiring trends for 

those with lived experience, including wages and number of hours worked  
 

GOAL 4:  CHAMPION PEER EMPLOYMENT AND ADVOCACY TO INCREASE PEER 
INVOLVEMENT 
 
Objective:  
Assist peers and peer providers in peer advocacy, including information on peer 
certification, policy, wages, and integration of peers 

 
Strategies: 

• Provide county-wide training and capacity building on  
o Integration of peers into behavioral health (and non-behavioral health) 

work settings  
o Career pathways for peers (including NAMI San Diego) on becoming 

Employment Specialists, Case Managers, or Wellness Coordinators 
• Create a white paper on San Diego peer efforts  
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GOAL 5: FUNDING OPPORTUNITIES 
 
Objective:  
Identify and promote funding opportunities for enhanced implementation of IPS 
Supported Employment. 
 

Strategies: 
• Create and implement on-going training on MediCal billing for Supported Employment 
• Identify and promote additional grant funding resources for BHS providers to work 

toward securing 
 

MEASUREMENT OF PROGRESS 
 
This Five-Year Strategic Employment clearly identifies key goals, objectives, and strategies that 
build on a robust platform of employment achievements that resulted from the initial Strategic 
Employment Plan. The goals, objectives, and strategies outlined above are the drivers of 
success in creating additional employment opportunities for people with behavioral health 
issues in San Diego County. Looking ahead at the five-year timeframe of Plan implementation, 
the Work Well Committee will review results and outcomes on a quarterly basis and will provide 
feedback into the Plan’s implementation over the coming years. Finally, the Workforce 
Partnership, CSH, and BHS will develop annual Work Plans that stem from this Employment 
Plan and garner the support of Work Well Committee members in order to maximize the Plan’s 
implementation.   
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APPENDICES  
 
1  Employer and Job Seeker Toolkits 
 
2 Review and Summary of Employment Research and Programs 
 



Work Well Toolkit 

A Resource for Employers 

 

Work Well Initiative 
San Diego’s Work Well initiative is focused on reducing the stigma that 
surrounds mental illness and promotes mental health awareness in the 
workplace. Work Well brings together a strong network of experts in 
employment and behavioral health as an important resource for San Diego 
job seekers and employers. The Work Well initiative is guided by a five 
year Strategic Plan. 

 
 

How Work Well Can Help My Company  
Employment specialists work closely with people looking for support in 
successfully finding a job. An employment specialist’s expertise is to 
identify potential employees who have a strong interest in various working 
environments and matching them with those employers. Working with an 
employment specialist will help to quickly identify potential employees 
who are a good fit for your business. To connect with an employment 
specialist, contact Alex Heyer at (619) 228-2902 or 
alexheyer@workforce.org. 

 
 

Benefits of hiring someone with lived experience 
Employers hire people with a “lived experience” of mental illness for a 
number of reasons. The primary reason is the same reason that they hire 
anyone else—to get the services of a good and reliable employee. 
Additionally, employers may hire an individual with a mental illness 
because they appreciate the consultation and support that an employment 
specialist and their team of mental health support staff offers, and/or 
because they believe it is the right thing to do. 

 
Incentives in Hiring 
Some of the greatest barriers that job seekers face are myths and fears 
about people with lived experience of mental illness. Oftentimes, 
employers can access tax incentives and job subsidies to help recruit, hire 
and retain employees through the San Diego Workforce Partnership. 

 
Flexibility in Hiring and Staffing 
There are a range of options and opportunities for hiring someone with 
lived experience, including providing internships/work experience 
placements for individuals with disabilities, as a means of increasing the 
comfort level of staff and the potential applicant. 

http://sandiego.camhsa.org/files/BHSFiveYearStrategicEmploymentPlanFinal20150527.pdf
mailto:alexheyer@workforce.org
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Myths Facts 
Hiring employees with 
disabilities increases worker’s 
compensation insurance rates. 

Insurance rates are based solely on the relative 
hazards of the operation and the organization’s 
accident experience, not on whether workers  
have disabilities. 

Employees with disabilities have a 
higher absentee rate than 
employees without disabilities. 

Studies by firms such as DuPont show that  
employees with disabilities are not absent  
any more than employees without disabilities. 

Considerable expense is necessary to 
accommodate workers with disabilities. 

Most workers with disabilities require no special 
accommodations and the cost for those who do  
is minimal or much lower than many employers  
believe. Studies have shown that 58% of 
accommodations cost absolutely nothing, and  
most accommodations cost no more than $500.  
In addition, a range of hiring incentives are  
available to employers. 

 
 

Myths and Facts about Lived Experience 
One in five California adults report needing help at some time in their life with a mental health or 
emotional problem While most people have experienced a mental health or emotional 
problem, or know someone who has, there are numerous myths about mental illness, 
particularly in the workplace: 

 

 
Resources for Employers 
The following additional resources are available for further information on hiring and retaining 
employees in the workplace: 

 Accommodations and the Law 
 Fair Hiring Practices 
 Hiring Incentives and Job Subsidies for Employers 
 Accessing Employment Programs/America’s Job Center of California 
 Employer’s Checklist 
 Employer Success Stories 

 
 

Community Resources 
The following groups provide expert information and support to employers and job seekers, 
and are key resources in linking with people looking for work: 

 Work Well Committee 
 San Diego Committee on Employment of People with Disabilities and the 

Disability Training Committee 
 Job Accommodations Network 
 San Diego Society Human Resource Management 
 Department of Rehabilitation 

 
 

For more information on the Work Well Initiative, contact 
Alex Heyer at (619) 228-2902 or alexheyer@workforce.org. 

   

https://workforce.org/supported-employment
http://sdjobtoberfest.org/
http://sdjobtoberfest.org/
http://sdjobtoberfest.org/
https://askjan.org/
http://www.sdshrm.org/
http://www.rehab.cahwnet.gov/sandiego/
mailto:alexheyer@workforce.org
desiree
Sticky Note
Does this list need links?



 
 

Work Well Job Seeker Toolkit  

 
 
 

 
What is the Right Job for You? 
Congratulations on taking the first step in seeking work! On your 
journey to a job, one important area to focus on is to understand your 
interests and strengths. Most everyone hopes to find a job that they 
are good at and that they can enjoy doing for a long time. Many might 
call this a “dream job.” This first step involves identifying your skills, 
strengths and interests, including: 

 Skills learned through past experience and education (also 
called knowledge-based skills) 

 Skills you bring with you to any job (transferable or portable skills) 
 Personal traits, the characteristics that make you who you are 

 

Identify Strengths 
Everyone brings their own unique strengths to the workplace and 
it is important to recognize and highlight your unique value for an 
employer. In fact, when surveying employers they  
overwhelmingly reported that employees with  
disabilities were viewed as dedicated, reliable  
and providing a positive contribution  
to the workplace. 

 
 
 
 

Employment Specialists and How They Can Help Me 
Employment specialists work closely with people looking for 
support in successfully finding a job. An employment 
specialist’s expertise is to work collaboratively to identify your 
strengths and interests, and then match them with employers 
looking to hire. Working with an employment specialist will 
provide you with support throughout the job search process as 
well as beginning and maintaining a job. To connect with an 
employment specialist, contact Alex Heyer at (619) 228-2902 
or alexheyer@workforce.org. 

 
 
 
 
 
 
 

Flexibility 
There are a range of options and opportunities in identifying what job is a good fit for you, 
including seeking out internships/work experience placements in order to try out a position 
or a company on a time limited basis. It is important to include the type of flexibility that 
would best suit you in exploring which job options you are most interested in. 

mailto:alexheyer@workforce.org
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Top Qualities that Employers are Looking For 
Employers consistently rank the following factors as the most important when looking for their next new 
employee. Understanding these qualities and then identifying and describing which ones are your 
strengths is powerful information to share with potential employers: 

 Strong work ethic: Demonstrating that you like to work 
 Dependable: Consistently following through 
 Positive attitude: Being Resilient and Creating a good environment 
 Self-motivated: Working effectively and taking initiative 
 Team-oriented: Making the most out of collaboration 
 Effective communicator: Understanding the benefits of clarity 
 Flexible: Adapting in a meaningful way 
 Detail-oriented: Pay attention to the details and follow up 

Success! 
Scott, 53, had hit bottom. After more than 20 years, the voices in his head 
took over his life. His untreated mental illness had cost him several jobs 
and two marriages and it almost ended his life. He was jobless and 
hopeless. Then Waters walked into Exodus Recovery, a mental health 
assessment center and his life took a 180-degree turn. After being 
assessed, they referred him to the North Coastal Mental Health Center. 
Waters also needed a support group and found the Mariposa Clubhouse, 
one of 14 mental health clubhouses funded by the County. “For the first 
time, I was in an environment where people were talking about recovery,” 
Waters said. “At the clubhouse, I met people who understood.” This gave 
him the confidence to start working again. Waters got a part-time job as a 
peer specialist and “everything started moving in a positive direction. I gained a leap of confidence that 
I did not have since my 20s when everything was a struggle.” Waters is now a full-time case manager 
and feels that he has fully regained control of his life. 

Additional Resources for Job Seekers 
The following additional resources are available for further information: 

 Essential Skills for Success in Todays Workplace 
 BHS Employment Services in San Diego/Inventory of Employment Programs 

o Supported Employment o Social Enterprise 
 Balancing Work and Benefits 
 Applying for Jobs and Preparing for the Interview 
 Behavioral Health Peer Employment Training 

Community Resources 
The following groups provide expert information and support to employers and job seekers, and are 
key resources in linking with people looking for work: 

 Work Well Committee 
 San Diego Committee on Employment of People with Disabilities and the 

Disability Training Committee 
 Job Accommodations Network 
 San Diego Society Human Resource Management 
 Department of Rehabilitation 

 

 
For more information on the Work Well Initiative, contact 

Alex Heyer at (619) 228-2902 or alexheyer@workforce.org. 

http://exodusrecoveryinc.com/Home_Page.html
https://www.mhsinc.org/listing/north-coastal-mental-health-center-2/
https://www.mhsinc.org/listing/mariposa-clubhouse-2/
https://workforce.org/supported-employment
http://sdjobtoberfest.org/
http://sdjobtoberfest.org/
http://sdjobtoberfest.org/
https://askjan.org/
http://www.sdshrm.org/
http://www.rehab.cahwnet.gov/sandiego/
mailto:alexheyer@workforce.org
desiree
Sticky Note
Should this list be linked?



1 
 

 

REVIEW AND SUMMARY OF SUPPORTED EMPLOYMENT RESEARCH AND 

PROGRAMS 

RESEARCH REVIEW 

Research Paper Title: Development of a scale to assess motivation for competitive 

employment among persons with severe mental illness 

Link: https://journals.plos.org/plosone/article?id=10.1371/journal.pone.0204809 

Overview: This study worked to create a tool to measure intrinsic and extrinsic motivation to 

work amongst individuals with SMI by utilizing a focus group and review of previous research 

and then constructing a provisional scale that was then refined based on peer and researcher 

feedback.  This multidimensional scale was created with four dimensions: relationship with 

others, personal growth, change of lifestyle, and pressure from others.  The tool was determined 

to be useful in assessing motivation for competitive employment, the role of motivation, how to 

identify candidates who are likely to benefit from supported employment, and monitoring of the 

interim changes of motivation in a program.   

Research Paper Title: Rapid Review: Transition for young people with learning disabilities in 

housing, social care, and health care, education/training, and employment 

Link: 

https://research.edgehill.ac.uk/ws/portalfiles/portal/20055335/CCfW+final+report+04072018.pdf  

Overview: This study asked a research team to obtain and analyze existing evidence around 

transition for young people with learning disabilities in four domains: education, employment, 

health and social care, and housing.  The research review produced an abundance of evidence 

about transition needs in all domains except housing- which emerged as a distinctly under-

researched area for this population.   

Notable recommendations/observations: The lack of specialized support for young people 

with learning disabilities is a likely contributor to the high number of young people not in 

education, employment, or training.  Most remain in the family home without meaningful 

involvement in work activities (be it full time, part time, or volunteer).  Supported employment 

has been shown to be what works with this population.  Support is required for developing 

vocational preferences, take up and sustain work placements and work experiences at an early 

age, and acquiring sufficient self-determination and general life skills to obtain and hold down a 

job on an ongoing basis.  Services needed to fulfill these requirements include individually 

tailored employment support including job coaching, a clear pathway to employment set out by 

transition planning, and follow-up support and/or continuity of support in Supported Employment 

placements where needed.  Barriers include lack of good job coaching, lack of knowledge on 

the side of families and young people about how to access support, and insufficient life skills or 

self-determination training in education.  Additionally, individuals are often only invited to 

participate in Supported Employment if a stakeholder requests it- whereas it should be a 

mandatory consideration for the transition planning process.  “Instilling employment as a 

https://research.edgehill.ac.uk/ws/portalfiles/portal/20055335/CCfW+final+report+04072018.pdf
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personal ambition and as a viable transition aim requires early intervention, good planning and 

preparation as well as robust, ongoing support structures.”   

Research Paper Title: Customized Employment: Translating Policy into Practice Through 

SourceAmerica Pathways to Careers 

Link: attached to email; pdf only 

Overview: Review of the SourceAmerica Pathways to Careers program, which provides people 

with intellectual or developmental disabilities (I/DD) and people with autism spectrum disorder 

(ASD) with an informed choice about competitive integrated employment (CIE) opportunities 

that are aligned with their skills, interests, strengths, and abilities.  This program was launched 

in 2012 as a demonstration project and is based on a zero exclusion philosophy that presumes 

all people can achieve employment.  This paper describes the service model, a history of 

Customized Employment, a literature review, and then findings and policy/program implications.   

Notable recommendations and areas of effectiveness:  

 Service model consists of six phases:  

o Discovery and a career plan: getting to know participant and their strengths, 

observing them in familiar and new settings, talking with those who know them 

best, a career planning meeting, and benefits counseling to educate the 

individual on how an internship or job will affect their benefits and eligibility 

o Employer engagement, customized internship, and job development: 

outreach to employers; participant chooses to opt directly into employment or first 

into a paid internship 

o Expanded discovery and paid internships: participant and staff work together 

to determine what works best for the participant; determine whether a job is 

suitable for them and fits their interests; and then develops an experience base.  

Pathways is responsible for setting a salary range and fringe benefits, rather than 

the employer 

o Integrated and naturally referenced employment supports and a career 

support plan: all employers and participants have access to training facilitation, 

job coaching, and other supports to enhance the natural training and supports 

that employers have in the workplace.  Staff develop a career support plan for 

each participant in this phase 

o The employer payroll tax adjustment (EPTA): “designed to be a mechanism 

by which some of the savings to the federal government derived from the 

employment of people with significant disabilities (through their reduced 

participation in public health insurance and federal disability programs) can be 

shared with the employers who hire them” 

o Post-employment career support: Pathways staff provide additional career 

support after a job offer and address concerns by participants and/or employers 

 An analysis of Pathways participants and a comparison group (Vocational Rehabilitation 

participants with similar disabilities and demographics) showed that Pathways 

participants have higher wages and worked more hours and were considerably more 

likely to have wages that exceed the SSA’s threshold for substantial gainful activity 

(SGA).   
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Research Paper Title: Effect of Evidence-Based Supported Employment vs Transitional Work 

on Achieving Steady Work Among Veterans with Posttraumatic Stress Disorder 

Link: https://jamanetwork.com/journals/jamapsychiatry/fullarticle/2673378  

Overview: This study sought to determine if IPS supported employment is more effective than 

that of step-wise vocational rehabilitation that involves transitional work assignments when 

helping veterans with PTSD to attain steady, competitive employment.  Participants were 

randomized to either IPS or transitional work and then followed up with for 18 months.   

Notable outcomes of those in IPS group (vs transitional work group):  

 Significantly more individuals achieved steady worker status 

 Significantly higher earnings 

 Gained competitive employment more rapidly 

 Were more likely to obtain a competitive job 

Research Paper Title: Making the Case for Supported Employment 

Link: https://ipsworks.org/index.php/2017/07/13/making-the-case-for-ips-supported-

employment/  

Overview: This research paper incorporates multiple pieces of IPS research, including the 

desire to work, cost-effectiveness of IPS, effect on the overall improvement of long-term well-

being, and lack of access to IPS.   

Notable statistics: 

 Two out of three individuals with mental illness are interested in competitive 

employment, but less than 15% are employed 

 IPS is three times more effective than other vocational approaches in helping people 

with mental illness to work competitively 

 Once individuals are on the disability rolls for severe mental illness, less than 1% of 

beneficiaries per year move off benefits to return to work 

 IPS has an average annual cost of $5,500 per client (in 2012 dollars) 

 A 10 year follow-up study of clients with co-occurring SMI and SUD found an average 

annual savings of over $16,000 per client in mental health treatment costs for steady 

workers, compared to clients who remained out of the labor market- and approximately 

40% of clients who obtain a job with the help of IPS become steady workers and remain 

competitively employed a decade later 

 IPS programs generally achieve high fidelity implementation within one year’s time, and 

these programs have excellent competitive employment outcomes.  

Presentation title: “Evidence for the Effectiveness of Individual Placement and Support Model 

of Supported Employment 

Link: attached (powerpoint only) ; created by the IPS employment center, found on this page: 

https://ipsworks.org/index.php/evidence-for-ips/  

Overview: This PowerPoint goes into detail regarding four trends in IPS research: expanding 

the evidence base, assessing the applicability of IPS for targeted subgroups, extending IPS to 

https://jamanetwork.com/journals/jamapsychiatry/fullarticle/2673378
https://ipsworks.org/index.php/2017/07/13/making-the-case-for-ips-supported-employment/
https://ipsworks.org/index.php/2017/07/13/making-the-case-for-ips-supported-employment/
https://ipsworks.org/index.php/evidence-for-ips/
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groups beyond people with Severe Mental Illness (SMI), and developing strategies to 

disseminate, implement, sustain, and expand IPS.  The presentation concludes with the growth 

and attention to IPS on a worldwide scale, scaling “up and out” of IPS in many directions, and 

the fact that more is known about IPS than any other vocational intervention due to the 

extensive amount of research conducted.   

Presentation Title: New IPS Research findings 

Link: attached (powerpoint only); created by the IPS employment center, found on this page: 

https://ipsworks.org/index.php/evidence-for-ips/ 

Overview: This Powerpoint presents an overview of recent trends in IPS research and practice, 

the impact of IPS on mental health, well-being, and social functioning, and the impact of work in 

a variety of arenas.  It discusses the need to extend IPS to new populations and provides 

information on IPS specific to young adults.   

Research Paper Title: This research paper provides an overview of a randomized controlled 

multicenter trial of individual placement and support for patients with moderate-to-severe mental 

illness.  February 12, 2019. 

Link: https://fhi.brage.unit.no/fhi-

xmlui/bitstream/handle/11250/2585477/Reme_2018_Ara.pdf?sequence=2  

Overview: This study took place in Norway and set out to “evaluate the effectiveness of 

individual placement and support (IPS) for people struggling with work participation due to 

moderate-to-severe mental illness.” The trial compared IPS to high-quality “treatment as usual” 

offered to those with moderate to severe mental illness, along with a prioritized spot in a 

vocational rehabilitation scheme (primarily work with assistance and/or a traineeship in a 

sheltered business).  Both rural and urban locations were involved.   

Notable statistics: 

 At 12 months follow-up, 36.6% of IPS patients and 27.1% of control group participants 

were in competitive employment 

 At 18 months follow-up, 37.4% of IPS patients and 27.1% of control group participants 

were in competitive employment 

 Subgroup analysis showed that employment rates were similar in participants 

w/moderate and severe mental illness- indicating that IPS has an effect beyond the 

original target group of patients with severe mental illness 

 IPS yielded positive effects on all secondary outcomes (compared to the control 

condition): psychological distress, symptoms of depression, and improvements in health 

complaints, functioning, health-related quality of life, and general well-being.   

Research Paper Title: Implementing Supported Employment.  Lessons from the Making IPS 

Work Project.  July 21, 2018. 

Link: https://www.mdpi.com/1660-4601/15/7/1545/htm  

Overview: Despite evidence showing the efficacy of IPS, implementation has been slow and 

inconsistent.  This study reviews a UK demonstration project, Making IPS Work.  This project 

establishes IPS and support services within clinical teams, develop high fidelity practices, and 

https://ipsworks.org/index.php/evidence-for-ips/
https://fhi.brage.unit.no/fhi-xmlui/bitstream/handle/11250/2585477/Reme_2018_Ara.pdf?sequence=2
https://fhi.brage.unit.no/fhi-xmlui/bitstream/handle/11250/2585477/Reme_2018_Ara.pdf?sequence=2
https://www.mdpi.com/1660-4601/15/7/1545/htm
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leave a sustainable IPS search beyond the project.  Fidelity checks were carried out by 

independent assessors, and stakeholders were interviewed over an 18 month period.   

Qualitative and quantitative analysis was provided, as well as challenges to implementation 

fidelity, working across and outside of the mental health organization, and challenges and 

successes when it came to sustaining the IPS services.   

Notable recommendations and areas of effectiveness:  

 Key barriers to the implementation of IPS (in the UK) include: 

o Attitudinal barriers relating to the beliefs of clinicians, employers and others 

o Contextual factors relating to the structure of the labor market and welfare 

systems 

o Organizational factors within mental health services 

 CMHT professionals viewed the IPS approach as more meaningful than the previous 

‘generic’ employment support 

o A large number of referrals to the employment specialists took place early in the 

program 

o Service users understood the nature of the services they were being referred to 

 Interviewees across sites emphasized the practical benefits of having employment 

specialists working alongside mental health teams, and many identified these 

relationships as crucial to IPS services getting timely referrals 

o “When an employment specialist worked across two teams, their visibility was 

undermined, and team members found them less easy to contact” 

 Key themes emerged as part of the implementation project:  

o Recruitment procedures should be rigorous and timely 

o Management and supervision procedures should be made clear 

o Referral procedures should be kept as simple as possible 

o Clear goals need to be identified early 

o Robust reporting, monitoring, and performance management systems should be 

set up 

Research Paper Title: Disclosure of mental illness to prospective employers: Clinical, 

psychosocial, and work correlates in persons receiving supported employment.  March 2019.  

Link: 

https://www.researchgate.net/publication/330242173_Disclosure_of_Mental_Illness_to_Prospec

tive_Employers_Clinical_Psychosocial_and_Work_Correlates_in_Persons_Receiving_Supporte

d_Employment   

Overview: This research analyzes the decision-making factors for disclosure or non-disclosure 

of a psychiatric disorder to an employer (for those participating in Supported Employment).  

Potential disadvantages of disclosure are discussed (stigma, reduced chance of receiving a job 

offer) as well as potential advantages of disclosure (obtaining workplace accommodations, 

obtaining support at work, explaining and addressing symptoms or other problems in the 

workplace, and alleviating stress associated with hiding an illness).   

Notable statistics:  

 Those with more severe symptoms were more likely to disclose their illness than less 

symptomatic persons 

https://www.researchgate.net/publication/330242173_Disclosure_of_Mental_Illness_to_Prospective_Employers_Clinical_Psychosocial_and_Work_Correlates_in_Persons_Receiving_Supported_Employment
https://www.researchgate.net/publication/330242173_Disclosure_of_Mental_Illness_to_Prospective_Employers_Clinical_Psychosocial_and_Work_Correlates_in_Persons_Receiving_Supported_Employment
https://www.researchgate.net/publication/330242173_Disclosure_of_Mental_Illness_to_Prospective_Employers_Clinical_Psychosocial_and_Work_Correlates_in_Persons_Receiving_Supported_Employment
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 69.7% of persons who disclosed their psychiatric disorder during their first job obtained 

workplace accommodations; 21.7% also received a work schedule modification 

o There were no significant differences found between those who received 

accommodations and those who did not  

 Participants who disclosed were more likely to obtain jobs that matched their preferred 

type of work (77.4%) vs those who did not disclose (22.6%)  

 Participants who disclosed their psychiatric disorder were significantly more likely to 

have cleaning jobs (92/3%) than service jobs (58.1%) or clerical jobs (42.8%)  

o Reduced time pressure in most cleaning jobs as well decreased levels of social 

contact and skills required may be appealing to some who may also believe that 

disclosing to an employer is less likely to have a negative effect on getting and 

keeping a job 

Research Paper Title: How Supported Employment Can Address Mental Health Inequities in 

Racial and Ethnic Minority Populations: Five States’ Experiences.  December 2018.   

Link: https://nashp.org/wp-content/uploads/2018/12/Supported-Employment-Brief.pdf  

Overview: This research examines if Supported Employment is able to be adapted to help 

people with common mental disorders that do not qualify as disabilities and if new strategies 

can help to reach the most vulnerable groups affected by health disparities.  This research was 

precipitated by the recent decision of Centers for Medicaid Services (CMS) that allows states to 

enact work and community engagement requirements for certain Medicaid beneficiaries.  The 

researchers collaborated with Massachusetts General Hospital Disparities Research Unit, as 

well as the National Academy for State Health Policy (NAHSP), to conduct focus groups and 

research with key health officials in five states (Connecticut, Oklahoma, Tennessee, Utah, and 

Washington) to explore how Supported Employment could address racial and ethnic inequities 

in mental health treatment and outcomes and also close treatment disparities.   

Items of Note:  

 Funding:  

o CT, UT, and WA use non-competitive SAMHSA MHBG for their SE services 

 UT uses its 10% set-aside to contract with four mental health authorities 

to deliver the First Episode Psychosis program  

o CT’s SIF grant is examining its ROI for services that include housing subsidies 

and employment supports 

o Waivers- including 1915(i), 1915(b), 1915(c), and 1115 can fund some 

employment supports as well as SE services 

 Addressing Racial and Ethnic Disparities: 

o CT used its SAMHSA Transforming Lives through SE program to partner with a 

community organization that could better serve its Spanish-speaking population 

o UT DSAMH collaborates with Latino BH to offer peer-run training and resources 

and has also worked to reach Native American communities through rural and 

frontier local mental health authorities that offer IPS services 

 Barriers Policymakers Face:  

o Cost and sustainability 

https://nashp.org/wp-content/uploads/2018/12/Supported-Employment-Brief.pdf


7 
 

o Eligibility requirements, funding, and sustainability challenges impede 

opportunities to expand supported employment to people with general mental 

health concerns 

o Stigma in hiring  

 Recommendations:  

o Examine trends in SE data by race and ethnicity 

o Leverage data that that are already collecting  

o Implement performance-incentive payment mechanisms that can help to better 

serve racial minorities 

o Partner with local mental health authorities to reach racial and ethnic minorities, 

develop and implement cultural competence training, and to ensure programs 

are maximizing impact 

Research Paper Title: Achieving Recovery and Attaining Full Employment through the 

Evidence-Based IPS Supported Employment Approach; August 2018 

Link: https://www.nasmhpd.org/sites/default/files/TACPaper9_SupportedEmployment_508C.pdf 

Overview: This research provides an overview of Supported Employment and its approach and 

distinguishes that “IPS is not a distinct model of service delivery, but rather a means to 

operationally define the principles and practices of supported employment for individuals with 

SMI, in an effort to facilitate research on its efficacy and effectiveness and to ensure its faithful 

adoption and implementation by programs claiming to provide supported employment services.”  

This research includes an overview of the SAMHSA SE EBP toolkit as well as the IPS principles 

of SE, and highlights examples from both of these programs.  This research reviews the SE 

Fidelity Scale, developed by Dartmouth Medical School Professor of Psychiatry Gary R Bond 

(previously known as the IPS model fidelity scale) and breaks down factors to measure as one 

evaluates fidelity.   

Notable Program Info: Maryland Behavioral Health Administration (BHA) 

 Maryland implemented SE in 2002 at three sites 

 Enhanced rate structure for EBP SE programs was implemented in 2006 

o Once trained, and upon request- a site is assessed using the SE Fidelity Scale 

by BHA-employed fidelity evaluators.  If it meets the established fidelity threshold 

for SE, it receives the enhanced EBP rate.   

 SE services for individuals with SMI are funded jointly by BHA and the Division of 

Rehabilitation Services (DORS), which is the state vocational rehabilitation (VR) agency.  

Their partnership leverages the resources of both agencies and maximizes devoted 

funding.   

 There is one dedicated web-based portal for a single point of entry for application, 

referral, and eligibility determination for both clients and providers.  This has reduced 

administrative burden and duplication of effort and expedites SE service delivery.   

 Current funding mechanism braids “state general funds, Medicaid service dollars, and 

VR service dollars”  

 IPS is not the only employment service offered in Maryland 

 Maryland uses the IPS-15 Fidelity Scale (rather than the IPS-25 scale) 
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 Analysis has shown that “individuals who participate in an EBP SE program have had as 

much as a two-fold advantage in successful case closure outcomes with DORS as 

compared to those with a mental illness served in traditional VR services.”  

 Program Director is required to ensure that individuals are educated about the financial 

impact of employment on disability benefits, entitlements, and other benefits; access to 

social security programs and other additional benefits and resources, and the benefits 

and risks of disclosure to the employer of the individual with a disability 

 Maryland has seven reimbursable service phases: pre-placement phase, job 

development phase, placement in a competitive job, intensive job coaching phase, 

ongoing support services phase, psychiatric rehabilitation program services to enrollees 

in supported employment PRP-SE), and clinical coordination (EBP=specific service) 

Notable Program Info: Westat Supported Employment Demonstration 

 Demonstration project that runs from August 2016 to August 2022 

 Randomized controlled trial of evidence-based vocational and mental health 

services, with the goals of successful employment, improved mental health, and 

reduced demand for SS disability benefits  

 Follow-up of a previous study by the SSA’s mental health treatment study; offers the 

same services to individuals who were recently denied social security disability 

benefits 

 3000 participants, assigned to one of three arms of the study: full service, basic 

service, and usual service.  All will have the opportunity for healthcare and be 

referred to an FQHC is not enrolled in a health plan at the time of study enrollment 

and have to wait for ACA open enrollment 

 Outcome measures studied include employment rate, the timing of benefits-related 

decisions, total benefit award payments, earnings, income, mental health status, 

quality of life, and health services utilization. The evaluation will also assess 

participation (the take-up rate of denied applicants), study implementation, mental 

health center and provider views of the study, and participant and non-participant 

views of their disability experience and association with the study 

PROGRAM REVIEW 

Program Name: Coastal Community Action Program (CCAP) Supported Employment and DVR 

Services; Aberdeen, WA  

Website link: http://coastalcap.org/supported-employment-services/  

Overview: Program provides job matching, specialized job training, follow-up support, assistive 

technology, individually tailored supervision, and transportation services.  CCAP also has a Job 

Club where individuals can share in community with other program participants and learn 

employment skills.  This program has zero cost to the employer, beyond usual hiring costs (as 

there would be with any employee) and also provides information to employers re: tax credit 

incentives.   

Program Name: Northwest Center Employment Services; Seattle, WA  

Link: https://www.nwcenter.org/employment-services.html  

http://coastalcap.org/supported-employment-services/
https://www.nwcenter.org/employment-services.html
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Overview: This program provides tailored employment services support to adults with 

disabilities.   

Link to press/media coverage (for examples): https://www.nwcenter.org/news--

publications.html  

Program Name: Guild Incorporated (St. Paul, MN) 

Website link: https://guildincorporated.org/services-programs/employment-services/  

Overview: Guild, Incorporated’s employment services are CARF accredited.  They provide 

supported employment to individuals who are receiving Targeted Case Management (TCM) in 

specific counties as well as those in one of their agency programs that serves individuals who 

are chronically homeless.  Staff work with individuals in the pre-contemplation phase of thinking 

about work, those actively seeking employment, and those who have a job and need ongoing 

support.   

Notable statistics (from 2018 Impact Report): 

 73% of individuals receiving employment services from Guild were hired in competitive 

jobs or maintained their employment from the prior year 

 Program is in the top 25% of similar programs in the nation that use the IPS model, 

based on placement rate 

Program Name: Alabama Association for Persons Supporting Employment First (AL-APSE) 

Website link: http://www.al-apse.org/about.htm  

Overview: AL=APSE is part of a 5000 member organization with chapters in over 31 states.  

The Alabama chapter “intends to encourage the development and expansion of employments 

with supports through coordination, collaboration, communication, and choice by way of a team 

effort.”  They publish a quarterly newsletter, conduct trainings on a quarterly basis, and have an 

annual conference and membership meetings.  AL-APSE also provides training and resource 

information on their website.   

Resources and Best Practice information provided: 

 Nine best practices for a customer-driven approach to supported employment: choice, 

control, careers, full inclusion, long term supports, community & business supports, total 

quality management, assistive technology, and person-centered planning 

 Family is Important 

 Customer, not Consumer (importance of language) 

 Information for employers/how to provide high quality supports, recruiting workers 

w/disabilities, how to best accommodate individuals w/disabilities, and ADA info 

Program/Toolkit Name: World Association for Supported Employment (WASE): Handbook- 

Supported Employment 

Link: 

https://digitalcommons.ilr.cornell.edu/cgi/viewcontent.cgi?article=1337&context=gladnetcollect  

Overview: In this document, WASE provides an overview of what SE is, how it got started, and 

components that make a successful program.  The handbook opens by providing a foundation 

https://www.nwcenter.org/news--publications.html
https://www.nwcenter.org/news--publications.html
https://guildincorporated.org/services-programs/employment-services/
http://www.al-apse.org/about.htm
https://digitalcommons.ilr.cornell.edu/cgi/viewcontent.cgi?article=1337&context=gladnetcollect


10 
 

with the Universal Declaration of Human Rights, article 23, which states that “every human 

being has the right to work, to free choice of employment, to just and favorable conditions of 

work, equal pay for equal work and protection against unemployment.”  This handbook is 

intended for people and organizations who are interested in creating more employment 

opportunities for those with disabilities and offers a step-by-step guide on how to both start a SE 

program and run a high fidelity SE program.  This handbook also provides many case 

studies/examples of SE in practice.  

Content/resources provided:  

 Benefits of Supported Employment (for the person w/a disability, parents/family, 

employer, and the public sector) 

 What’s involved in Supported Employment (Assessment; job finding, analysis, matching, 

and (re) design; workplace intros, job coaching, and support) 

 How to start supported employment (phases 1-4) 

Program: Sheppard Pratt Health System (HQ in Baltimore, MD, with services in nine separate 

locations across the state of Maryland) 

Link: https://www.sheppardpratt.org/care-finder/vocational-services/  

Overview: This program uses the IPS model to help clients find meaningful work.  They hold 

the belief that “paid community-based employment is imperative to recovery.  Being part of the 

labor force enhances individuals’ quality of life and results in immeasurable positive outcomes 

like increased self-esteem.”  The program works with young adults, adults, and older adults who 

desire employment- regardless of their mental health condition.  Their employment body of work 

is connected to a health system, which also provides the following services: crisis and 

admission, inpatient specialty services, residential and structured day services, therapy and 

medication management, community and family supports, school and school-based services, 

developmental disability services, employment and job training (which is where IPS/SE lands), 

and care coordination and in-home services. 

Program Name: New Hope Community (Loch Sheldrake, NY) 

Link: https://www.newhopecommunity.org/who-we-are/supported-

employment/#1477338450424-4f78b155-22ff  

Overview: This program serves individuals with intellectual and other developmental 

disabilities.  All Supported Employment staff attend trainings, including Pathways to 

Employment, so that they can assist future employees to identify a career or vocational 

direction.  Their mission includes assisting people with disabilities to gain acceptance in the 

community.   

Employment options available: 

 Enclaves: 3-5 employees who work in a community-based local business (with SE 

supports).  Also distinguished by the continuous individualized social skills training 

provided to the employees.  Transportation to and from work site is provided by the job 

coach 

https://www.sheppardpratt.org/care-finder/vocational-services/
https://www.newhopecommunity.org/who-we-are/supported-employment/#1477338450424-4f78b155-22ff
https://www.newhopecommunity.org/who-we-are/supported-employment/#1477338450424-4f78b155-22ff
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 Mobile work crews: 4-6 employees who work at several locations within community-

based businesses and move from contract to contract.  Job coaches provide on the job 

training, manage daily operations, supervise the job site, and provide quality assurance 

 Competitive placement: employment performed in a full or part time basis in a most 

integrated setting in the community. Job coaches provide initial training and help with the 

development of natural supports until the employee meets job expectations; the 

employer eventually takes over as supervisor 

Program Name: Mental Health Supported Employment Program, State of CO 

Website link: https://www.colorado.gov/pacific/dvr/supported-employment 

Overview: This program enhances employment opportunities for individuals with SPMI or 

persons in recovery by way of assistance with job development, job-seeking skills, job coaching, 

and extended services.  It uses the IPS model and has a number of Mental Health Centers that 

participate in the IPS Learning Collaborative.   

Notable information: 

 CO passed a bill that requires SE vendors to have a nationally-recognized training 

certificate or certification in Supported Employment before June 30, 2024.   

o https://www.colorado.gov/pacific/hcpf/supported-employment-program  

 CO also has a program specific to those with I/DD; same department, but fully separate 

programs d/t differences in population 

 Case Management services are available across CO, and there are Community 

Centered Boards who help individuals to navigate and access services- including putting 

in place any safeguards necessary to prevent conflict of interest between case 

management and direct service provision, and termination and discharge from services 

 CO also has something called “Ticket to Work” wherein anyone that is between the ages 

of 18 and 64 that receives SSDI or SSI is sent a letter offering employment-related 

services at no cost from their choice of approved service providers. It’s sent to everyone, 

regardless of disability type- and is completely voluntary and will not affect SSI or SSDI 

benefits.  Seems a great way to advertise SE programming.  

Program Name: Center for Evidence-Based Practices, Case Western Reserve; TA 

organization 

Website link: https://www.centerforebp.case.edu/practices/se 

Overview: This organization provides technical assistance as well as resources and data for 

how to best implement Supported Employment.  They have a number of tools on their website 

that programs and agencies can use as they work to get IPS/SE programming started- including 

posters, reminder cards, booklets, and implementation strategies. 

 

 

Prepared by CSH, December 2019  
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