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NRB BOARD COMMENT 

In its submission l to the Commission on the Status of People with Disabilities, 
NRB drew attention to what it called the 'ad hoc system of sheltered workshops 
and settings' that has been developed in Ireland to try to respond to the work 
needs of people with disabilities who, for various reasons, are unable to find 
employment in the open labour market. NRB recommended, inter alia, that 'the 
status of people with disabilities currently in sheltered work be reviewed, includ
ing such issues as wage structure, the legal status of workplaces and workers, 
funding, standards and conditions.' 

In January 1996, NRB's National Advisory Committee on Training and 
Employment (NACTE) established a sub-committee 

• to examine all aspects of the current position in regard to sheltered and 
supported work/employment of people with disabilities in Ireland 

• to examine models of sheltered and supported work/employment in other 
countries 

• to make recommendations to NACrE regarding the measures required to 
bring the position in Ireland in line with best international practice. 

The sub-committee's report was discussed by NACTE before submission to the 
NRB Board, which considered the report at a special meeting on 22 September 
1997 and again at its regular meeting on 2 October 1997. The final sub-com
mittee's report, which follows, takes account of a number of the Board's com
ments and suggestions. While the report reflects the views of the sub-commit
tee and not necessarily those of the Board, NRB regards the report as providing 
valuable guidance for future planning and is keen that it should be made avail
able to all interested parties at the earliest possible date. 

The publication of the report at this time is particularly apposite. The Report of 
the Commission on the Status of People with Disabilities', which contains a 
number of recommendations on sheltered work settings, is currently being con
sidered by an interdepartmental Task Force, charged with recommending a pro
gramme of action for government. A Monitoring Committee has been estab
lished to monitor the implementation of Commission recommendations 
accepted by government. It is expected that responsibility for certain aspects of 
training and employment services for people with disabilities will shortly be 
transferred from the Department of Health and Children to the Department of 
Enterprise, Trade and Employment. This report should make a valuable contri
bution to all of these processes. 

The report proposes specific targets for sheltered and supported work and 
employment places up to the year 2004. The process of conversion, to the extent 
agreed, must be carefully managed so as to ensure that no person with a dis
ability is disadvantaged in terms of their service needs. 

I October 1994 
2 A Strategy for Equality, November 1996 
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There are a number of recommendations which the Board regard as too sweep
ing (e.g. Recommendation 17). overly prescriptive (e.g. Recommendations, 15, 
31, 34) or unduly restrictive (e.g. Recommendation 27). The Board does not 
agree that 'people with disabilities who would benefit from sheltered and 
supported work and employment have largely been precluded from participat
ing in. ESF-funded vocational training programmes' (Page 73 and 
Recommendation 28): as the report itself acknowledges, placement to shel
tered/supported employment is recognised as a legitimate training outcome for 
ESF purposes. With regard to capitation fees (Recommendations 35 to 38), the 
Board considers that the range of fees appropriate to the service provided should 
be agreed with the Department of Health and Children. 

None of these comments should detract in any way from the valuable work car
ried out by the sub-committee or the significant input which the report should 
make to future planning in this vital area. 
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EXECUTIVE SUMMARY 

1. Introduction 
£mploymel/t Cliallenges (ur tlie Millellllillm considers the status of people with dis
abilities who are in, or wish to access employment opportunities, in either a sup
ported or sheltered employment! work setting. It reflects our view with regard 
to the future provision of sheltered and supported employment and work. 

The report argues the need for an overall vision regarding the development and 
inclusion of sheltered and supported work and employment as valid options 
within the framework that is commonly understood as the labour market. It 
proposes a framework and a continuum of sheltered and supported employment 
and work options. 

Ireland has achieved significant social and economic progress in recent decades. 
Despite the economic boom and the decreasing levels of unemployment, the 
experience of people with disabilities has not changed. They remain on the mar
gins of Irish society. The rate of unemployment amongst people with disabili
ties, estimated to be at least 70'M, is an appalling statistic. Access to employment 
is crucial to the status and economic independence of people with disabilities. 
If the status of people with disabilities is to be equal to that·of people generally, 
then people with disabilities should be afforded equality of opportunity to 
access and participate in employment. 

In recognition of this issue NRB's National Advisory Committee on Training and 
Employment (NACrE) set up a steering committee on Sheltered and Supported 
Work!Employmenf in January 1996. The Terms of Reference for the Committee 
were: 

I. To examille all aspects u( llie CIIrrellt positiul/ iI/ regard lu sllellered al/(I sllppurt
ed wurk/empluymellt o( people willi disabilities ill Ire/mId. 

2. Tu examille models o( sheltered alld slIppurted work/employment ill utller COIIII

tries. 

3. To make recommelldatiolls to tile Natiollal Advisory Committee all Tmillillg alld 
Employmellt regardillg the measllres reqllired to brillg ti,e positioll ill Irelalld ill 
lille witll best il/tefl/atiol/al practice. 

The Committee invited submissions from a wide range of interested parties 
including people with disabilities, service providers, policy makers, and funders. 
Two consultation meetings were held with people with disabilities. Committee 
members visited centres and agencies providing both sheltered and supported 
employment and work in Ireland and abroad. The Committee also invited a 
number of representative bodies to address them and consulted the Irish 
Council of People with Disabilities on general directions being recommended in 
this report. Certain research was commissioned to provide the Committee with 
specific data and an extensive review of the literature was undertaken. 
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Employment is fundamental to one's sense of wellbeing and Irish citizens with 
disabilities place employment as one of their top priorities. 

Our recommendations on sheltered and supported work and employment 
options reflect a fundamental principle that people with disabilities have the 
right to access these options as well as to make their own choices regarding 
when, where and how to access them. It also maintains the right,to ongOing 
SU'I)'Port to those people who require it. 

Experience nationally and internationally has shown that employers are gener
allY willing to employ persons with disabilities, including those who need exten
sive, employment supports provided the supports are readily available to 
employers. 

Elllploy/lle/lt Clwl/el/ges (or the Millel/I/illll/' maintains that its vision of an Ireland 
that provides a range of quality work and employment options (in sheltered and 
supported environments) for people with disabilities to the highest internation
al standards is achievable within a realistic timeframe. 

There are six critical areas of recommendation in this report: 

1.' 'The options of sheltered and supported work and employment must be 
flexible. They must be person-centred and they must include the necessary 
technical, financial and staff supports. Only in this way can people with 
disabilities have real equality of chOice, equality of access, and equality of 
participation in the labour market. 

2. Workers in sheltered and supported employment must be given the status 
of 'employee'. There must be a minimum hourly wage for employees in 
sheltered employment, and "the rate for the job" principle must be applied 
in supported employment. The rights, status and entitlements of all 
employees with disabilities must be recognised and protected in law. 

3. A more equitable balance of work and employment options for people with 
disabilities must be achieved by the upgrading of sheltered work, the 
expansion of sheltered employment, and the further development of sup
ported work and supported employment. Upgrading of sheltered work 
opportunities may involve a range of different kinds of workshops, of dif
ferent sizes, in more appropriate settings. 

4. Quality operating standards must be introduced and enforced. Back up ser
vices must be provided centrally to advise and assist sheltered work and 
sheltered employment services. 

S. New structures must be established under the Department of Enterprise, 
Trade and Employment to arrange, promote and monitor sheltered and 
supported work and employment opportunities. These structures must 
include regional and local arrangements to ensure the provision of services 
in the most efficient and accessible manner. 

6. A significant increase in funding is needed to enable agencies to provide 
quality services and a full range of employment choices and opportunities 
for people with disabilities. An additional £6M is required in 1998 increas
ing to £34M in the year 2004. The provision of a full range of choices 
involves a shared understanding of the various forms of sheltered and sup
ported employment, and sheltered and supported work. 

viii NRB flllp/oylllellt C/wlll'llge., for tllc MillCl/l/illl1/ 



While it is recognised that there are very real issues to be addressed, the oppor
tunities that present themselves at a local, regional, and national level must be 
seized. 

2. Context of Sheltered and Supported 
Work/Employment in Ireland 

The Commission on the Status of People with Disabilities in their report A 
Strategy {or Eqllality noted: 

"There are clear lillks betweell disability alld poverty, a collllectioll which is 
aggravated by hiSh lII/ell/ploYlllellt. Both lII/elllploYlllellt (/1/(/ poverty are 
likely to have a disproportiollate effect all people with disabilities colllpared 
with other sectors o{ the poplllatioll. A {llIIdalllelltal c//(/llse ill existills 
elllploYlllent policies is lIeeded to redllce the eXc/llsiall experienced by peo
ple with disabilities alld to redllce the illlpact o{ puverty Oil the illdividllal 
alld lIIelllbers o{ their {alllilies." 

Partnership 2000, the national agreement for Inclusion, Employment and 
Competitiveness provides a context within which the employment of people 
with disabilities can be promoted, although so far there seems to have been lit
tle in the way of practical actions to follow up the positive sentiment of the part
ners. 

Attitudes towards disability have changed conSiderably over the past 15 years, 
led by a stronger and more vocal movement of people with disabilities through
out the world. In essence, this international movement has changed the 
approach towards disability. The following principles have informed recent 
international legislation and practice: 

• the recognition that disability is a social rather than a medical issue; 

• the adoption of a civil rights perspective; and 

o the recognition of equality as a key principle of the human rights approach. 

A number of international organisations including the United Nations, the 
International Labour Organisation (ILO), the Council of Europe, Rehabilitation 
International and Inclusion International have issued policy statements and 
declarations promoting the fundamental right of people with disabilities to have 
access, according to their capacities, to suitable and rewarding employment 
opportunities. Of particular importance are the UN's Standard Rules on the 
Equalisation of Opportunities for Persons with Disabilities (1993), and the ILO's 
Conven tion 159 and Recommendation 168. 

These policy statements and declarations recognise that some people with dis
abilities experience particular difficulties in the open competitive labour market 
and that they require access to alternative employment options, such as shel
tered or supported employment and self-employment with supports. The rapid
ly changing nature of society has brought about changes in the demand for and 
supply of labour. The concept of what it means to work is changing as the 
options available to job seekers are becoming broader and inclusive of more flex
ible arrangements. 
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However, in order to elevate the status of people with disabilities who are, and 
who wish to be engaged in sheltered and supported work/employment, such 
employment options must be clearly defined, valued and recognised as valid 
options within the mainstream of what is known as the labour market. 

Most of the submissions to the Steering Committee made reference to the sig
nificant lack of clarity and understanding which exists in the area of shel
tered/supported employment and sheltered/supported work. The lack of agreed 
definitions and understanding of each of these options or settings has impacted 
negatively on the status of people with disabilities, in work and in employment. 

2.1 Work and Employment 
In dealing with the issue of people with disabilities in work or employment, it 
is important to have a clear understanding of the distinction between the terms 
"work" and "employment". 

Work 
Work is tile 1/tuiertakillg or orgal/ised tasks wllic/l may attract SOllie rO/"lllS or 
remlllleratiol/, bllt wllicll is I/ot covered by employmellt protectioll legislatioll 
or pay related social illsllral/ce. 

Employment 
Employmellt is remllllerated work wllicll complies witll statlltory requiremellts 
ill regard tu employment protectioll legislatioll, pay related social illsurallce 
alld illcome tax liability. 

Work 

Many people with disabilities in Ireland are engaged in various forms of organ
ised work, usually while retaining their state benefits plus a small discretionary 
financial top-up payment from the work provider. 

The most common forms of organised work available to people with disabilities 
are: 

Sheltered Work 
Sheltered Work is work undertaken by people with disabilities in work
shops specifically established for that purpose. 

People working in sheltered workshops retain their social welfare benefits and 
usually a small discretionary additional weekly payment from the work 
provider. Sheltered workers are not employees and are not covered by employ
ment protection legislation. 

It is estimated that there are 7900 people with disabilities working in 215 
(approx) sheltered workshops in Ireland. The range of work undertaken varies 
considerably. In some instances the work available is of a satisfactory nature 
while in other instances it is quite mundane. The nature of the work is usu
ally determined by local market demand and/or the functional constraints of 
particuiar disability groups. Organisations providing sheltered work to people 
with disabilities receive an annual capitation grant from the Department of 
Health and Children or the health boards. The amount received varies con-
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siderably from one organisation to another; there is no standard funding 
mechanism. 

SlIpported Work 
The term Supported Work is normally understood to refer to the process of 
supporting individual people with disabilities who are at work, but not 
employed in ordinary workplaces, using job coaches or similar support staff 
at the work site. 

It is estim(/ted tlwt (/pproximately 360 people witll disabilities are engaged in some 
form of slIpported work in [re/mlli. 

Reilabilitative Work 
Rehabilitative work refers to an arrangement whereby individual people 
with disabilities are at work, but not in employment, in the open work
place. 

Remuneration is normally by means of a disability allowance plus a supple
mentary payment of up to £36 per week by "the employer". Each instance of 
rehabilitative work must be confirmed by NRB, Health Board or a doctor as 
"rehabilitative work" in order to be recognised by the Department of Social, 
Community and Family Affairs as legitimate. The number of people availing of 
this form of arrangement is not known but is considered to be substantial. 

Employment 

Open ElllploYlllent 
Open employment is employment in the open labour market. 

No statistics are available for the number of people with disabilities employed in 
the open labour market in Ireland. A 3'W, employment quota for the public ser
vice has been in place since 1977. This quota was achieved in the Civil Service 
in 1996 but has yet to be achieved in the wider public service. Some 410 people 
with disabilities are employed in the open labour market with the assistance of 
NRB's Employment SlIpport Sclleme (ESS) which provides a wage subsidy for 
employers to compensate for any performance deficit arising from a person's 
disability. Development of this scheme is constrained by a shortage of funding. 

NRB also provides Workplace/Eqllipl11ellt Adapt(/tion Grallts towards the cost of 
adapting workplaces or equipment for disabled employees. Development of this 
scheme is also constrained by a shortage of funding. 

Sileltered Employment 
Sheltered employment is employment in an enterprise established specifi
cally for the employment of people with disabilities and which is in receipt 
of special funding from the State. 

At present there are two such schemes in operation: 

(aJ Pilot Programme fur tile Elllp/oyment of People witll Disabilities (PEP). 
PEP was established by government in 1994 as a three year pilot programme 
to determine if viable commercial enterprises employing a minimum of 
50% people with disabilities could be established and successfully operated. 
A total of seven enterprises employing 178 people with disabilities partici
pate in PEP. Once-off payments totalling £2,024,765 were paid to cover cap-
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ital costs and able-bodied employee grants, an average of £11,375 for each 
disabled employee. In addition, ongoing annual wage subsidies of £7,420 
are paid for each disabled employee. The commercial viability of the com
panies has yet to be achieved. 

(bJ Blilldcra(t 
Blindcraft was established in 1957 to give continued employment to the 
blind out-workers of St. Joseph's School for the Blind and the Richmond 
Institute. The company is engaged in the manufacture of top quality beds, 
repair work to high quality antique cane furniture, basket making and hotel 
toiletries. The company currently employs 42 blind people. People with dis
abilities engaged in sheltered employment do not receive State payment 
nor secondary benefits. 

SlIppurted ElllploYlllent 
"Supported employment is paid employment in an integrated setting with 
ongoing supports in the open'labour market". 

It is estimated that a maximum of 20 people with disabilities are in supported 
employment as per the above definition. 

The lack of acknowledgement in national policy of the existence and further 
potential of sheltered work, sheltered employment, supported work and sup
ported employment is indicative of the low status accorded to such options. 
People with disabilities have the right to participate in the labour market as 
employees. Sheltered and supported employment should be seen as part of the 
labour market response to the employment of people with disabilities. Those peo
ple with disabilities who either choose or are not in a position to be in employ
ment have the right to avail of sheltered and supported work opportunities. 

3. Issues of Concern 
Below are listed the key concerns and questions raised in the consultation and 
submission processes during the Committee's deliberations: 

People with Disabilities 
• There is currently a major shortage of sheltered and supported work and shel

tered and supported employment opportunities for people with disabilities in 
Ireland. Those which do exist are virtually restricted to people who have 
completed education or training programmes linked to the agency or service 
provider. 

• People with disabilities have few rights and choices in the current situation. 

• Some people with disabilities have ongoing personal, social and educational 
needs regardless of the type of work in which they are employed. 

• People with disabilities want to be recognised as employees and protected as 
workers, and receive a proper wage. 

• Parent advocates are concerned that the majority of supported work and 
employment placements are in low grade, low wage jobs. 

• The benefits trap. 
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Employers 
• Employers want to afford the full status of employee to persons in supported 

work but appropriate wage subsidies are required. 

• There is a need for ongoing placement supports and incentives for 
employers. 

Service providers 
• There are no minimum standards pertaining to the delivery of sheltered work, 

sheltered employment, supported work or supported employment services. 

• The supported employment model that has been developed in Ireland more 
closely resembles supported work. 

• The expectation that sheltered employment be provided in commercially 
viable enterprises is an unreasonable one for the future. 

• There are major difficulties in developing an enterprise culture in a service 
"not for profit" organisation. 

• There is a need to develop more innovative and creative work activities in 
sheltered work settings. 

Resollrces & FlInding 
• The funding structure for sheltered work, sheltered employment, supported 

work and supported employment is totally unsatisfactory, resulting in vary
ing and limited capitation fees being paid to agencies, and an inability to 
fund appropriate pay and work conditions for people with disabilities. 

• Many sheltered employment and supported employment projects are fund
ed as innovative pilot projects under the ESfo and Employment Horizon. The 
fixed term pilot project funding structure is too short to adequately establish 
and test models of sheltered employment and sheltered enterprises for peo
ple with disabilities. 

• Many of the agencies are largely dependent on fund-raising to survive. 

• The ESS requires a sound funding base similar to support schemes for unem
ployed able-bodied people. founding should meet the targets set in 
Partnership 2000. 

Legal Framework 
• There is no legal framework that recognises and defines supported employ

ment, supported work, sheltered employment and sheltered work. The legal 
status and conditions of people with disabilities involved in these forms of 
employment and work needs to be addressed urgently. 

Structllres & Systems 
• Government responsibility for the provision and funding of sheltered work, 

sheltered employment, supported work and supported employment rests with 
the Department of Health and Children. In recognising disability as a social 
rather than a medical issue, structural arrangements for the hlture delivery of 
work and employment services to people with disabilities need to be changed. 

• People with disabilities participating in sheltered work and sheltered employ
ment do so in 215 centres, many of which are located in segregated settings 
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and all of which are run by specialist agencies. The system lacks national 
cohesion, co-ordination and inclusion . 

• The.current structures offer few opportunities for the participation of people 
with disabilities, parents or advocates in services and decisions affecting, the 
work and employment of people with disabilities . 

• There is little flexibility and mobility in the current system. 
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4. Recommendations 
The future development of sheltered and supported employment and work 
requires a range of responses at national, regional and local level. These respons
es must be delivered in a comprehensive and focused way that is part of a wider 
employment strategy. Principles of access and choice must underpin all these 
efforts. Many of the recommendations in this report can be implemented with
in the current structural arrangements. While the committee fully supports and 
recommends the transfer of government responsibility to the Department of 
Enterprise, Trade and Employment, it also wants to emphasise that the imple
mentation of many of these recommendations is not conditional on this trans
fer. 

All the recommendations in the report are listed below under their chapter 
headings. 

The recommendations for immediate consideration and action are: 

1. The overall provision in 1998 and 1999 of 670 new places. 

2. The conversion in 1998 and 1999 of sheltered employment and 
supported employment places by 1700 and 405 places respectively. 

3. The allocation of £6M to sheltered and supported work and 
employment in 1998. 

4. An allocation of £5 million towards capital requirements in 1998. 

Chapter Two 
Recommendation 1 
The definitions of sheltered employment, sheltered work, supported employ
ment and supported work outlined in this report should be regarded nationally 
as the accepted or official definitions. 

Chapter Three 
Recommendation 2 
We recommend that the following terminology be used for the time being to 
distinguish sheltered employment, supported employment, sheltered work and 
supported work: . 

• Social Enterprise (Sheltered employment) 

• Sheltered Work Centres (sheltered work) 

• Supported Work 

• Supported Employment 
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Recommendation 3 
We recommend an overall provision of 10,500 sheltered and supported work 
and employment places by the year 2004. This figure represents just under 3 
places per 1000 of population. This figure comprises: 

• 5000 sheltered employment places 

• 1950 sheltered work places 

• 3000 supported employment places 

• 550 supported work places 

Recommendation 4 
We recommend a seven year strategy of conversion for sheltered work, sheltered 
employment, supported work and supported employment places. As a target we 
propose that by the year 2004, two out of every three work places will have con
verted from work to employment status. Conversion must encompass consumer 
choice based on identified ability and must also provide for change of the job 
content as necessary. 

Chapter Four 
Recommendation 5 
The committee recommends employment legislation be amended to recognise.shel
tered employment, supported employment, sheltered work and supported work. 

Recommendation 6 
Persons with disability in sheltered employment should be accorded the status 
of employee and protected by employment legislation. 

Recommendation 7 
Employees in sheltered employment should be paid a minimum wage. In setting 
a minimum wage, account should be taken of existing JLC rates or other appro
priate national instruments. 

Recommendation 8 
Minimum Standards Contracts should be introduced for persons in sheltered 
employment. 

Recommendation 9 
Persons in supported employment should be paid the going rate for the job by 
their employers. 

Recommendation 10 
A wage subsidy should be paid to employers to offset any reduced performance 
of supported employees due to disability. 

RecQmmendation 11 
Supported employees should be afforded equal terms and conditions with other 
employees in that employment. 

Recommendation 12 
The introduction of a Contract of Work for sheltered and supported workers 
which clearly outlines the relationship between the worker and employer 
(provider of work) and the terms and conditions of work. The work contract 
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would take account of both the work and continuing personal development 
needs of a worker. This recommendation should be taken in conjunction with 
Recommendations 23 and 24. 

Chapter Five 
ReCO/nmelldatiol1 ] 3 
A comprehensive programme of disability awareness and equality training should 
be available to educators, trainers and representatives of the social partners and 
the public service representing training and employment services. People with dis
abilities should be involved in the design and delivery of this training. 

ReCOll1l11endatiOll ] 4 
The Department of Enterprise, Trade and Employment should be responsible for 
employment and training services for people with disabilities including shel
tered and supported employment and work. 

Recommendation 15 
Labour market policy and practice should be inclusive of people with disabili
ties. As an interim measure a dedicated structure should be established within 
the mainstream of training and employment services with responsibility for 
leading and integrating training and employment policy and services for people 
with disabilities in the mainstream. 

Recommendatiol1 ] 6 
Specialist agencies which have proven expertise in providing appropriate high 
quality services to people with disabilities should support the integration of peo
ple with disabilities in the mainstream by providing expertise and additional 
supports for the transition. 

Recollllllelldation ] 7 
Transport should be available to all persons with disabilities who choose work 
or employment in the sheltered and supported options outlined in this report. 

Recomlllendatioll 18 
The proposed structure within the Department of Enterprise, Trade and 
Employment should comprise a national policy and co-ordination unit within 
the Department, together with service delivery and co-ordination structures at 
regional and local level. 

Chapter Six 
Recomlllendatioll ] 9 
An operational plan for the conversion process, which observes the targets set 
by this committee for the period 1998 - 2004, should be developed by the rele
vant government Departments. 

Recommelldatioll 20 
Funding be made available for national pilot and demonstration projects to test 
specific models or aspects of sheltered employment, sheltered work, supported 
employment and supported work. . 

Recommelldatioll 2] 
Funding should be linked to the delivery of services to agreed targets/places in 
each model - sheltered employment, sheltered work, supported employment 
and supported work. 
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Recommendation 22 
• People with disabilities, parents or advocates who choose sheltered and sup

ported work and employment options should have ready ~ccess to ongoing 
occupational guidance and assessment services. 

• People in sheltered employment, sheltered work and supported work should 
be directly involved in regular reviews of their progress and individual pro
gramme planning. 

• People with disabilities/their parents or advocates should be able to choose 
the service or range of services that best meets their needs. 

Recommendation 23 
National minimum operating standards for sheltered employment, sheltered 
work, supported employment and supported work be set and monitored. 

Recommendation 24 
The introduction of a national system of accreditation for sheltered workshops 
and sheltered employment. 

Recolllmendation 25 
A comprehensive range of technical, financial, personal and on-site supports be 
made available to persons in sheltered and supported work and employment. 

Recomlllendatio/1 26 
Personal development programmes be available to all sheltered and supported 
workers/employees who need them. 

Recommendatio/1 27 
Sheltered and supported work and employment should accommodate people 
with significant disabilities. 

Recommendatio/1 28 
Vocational training programmes which prepare people with disabilities for shel
tered/supported work and employment should be made available. This training 
should be eligible for ESF funding. 

Recommendation 29 
A comprehensive range of employer supports should be provided including dis
ability awareness training, wage subsidies and financial assistance for the adap
tation of premises and equipment. 

Recommendation 30 
Employment Equality legislation which requires employers to make reasonable 
accommodations which will remove barriers to the participation of people with 
disabilities in the workforce as sheltered and supported employees, should be 
introduced. 

Recolllmendation 31 
Sheltered employment and supported employment should be given a particular 
weighting for the purposes of the public service quota and any future quotas 
that might apply to the employment of people with disabilities. 
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Recoml1lelldation 32 
A business advisory service should be established to assist sheltered employment 
providers with product identification, manufacture, costing, marketing, 
business planning and management. This service should also be available to 
sheltered workshops. 

Recommendation 33 
The existing expertise of the Department of Enterprise, Trade and Employment 
in business development and enterprise creation should be readily available to 
sheltered employments and sheltered workshops. 

Recommendation 34 
Having regard to legal constraints, a study to be commissioned by government 
to identify a range of products and services which could be provided on a pref
erential contract basis by sheltered employments and sheltered workshops. 

Chapter Seven 
Recommendation 35 
The payment of an annual subsidy of £10,780 per annum per sheltered employ
ment place. 

Recommendation 36 
The payment of an annual capitation fee of £.3,500 per annum per sheltered 
work place. 

Recommendation 37 
The payment of an annual capitation fee of £3,536 per supported employment 
and supported work place. 

Reconllnendation 38 
An additional £6M be allocated to sheltered/supported work and employment 
immediately that the government commits funding to the development of the 
range of sheltered and supported work and employment services as outlined in 
this report. 

Conclusion 
Emplaymellt CilOllellges.(ar tile Millellllilllll outlines ambitious plans for the future 
of supported and sheltered employment /work in Ireland. These plans are based 
on clearly identified needs and gaps in the current system. There are also oppor
tunities that must be seized if the employment and work situation of people 
with disabilities is to be improved. The NACrE Steering Committee acknowl
edges the many contributions it received to its work through the written sub
mission and consultation processes. 

The report outlines the committee's response to a critical situation. It not only 
details the issues to be addressed, it also provides the map for the future. The 
plan recognises the diverse needs of people with disabilities and presents a con
tinuum of employment and work options. in both sheltered and supported envi
ronments. All future actions must be underpinned by the three core principles 
contained in the report of the Commission on the Status of People with 
Disabilities, Eqllal Statlls: 
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• Equality 

• Maximising Participation 

• Enabling Independence and Choice 

There has never been a better time to put these principles into effect. The pre
sent and future economic situation is optimistic. The benefits of the improved 
economic situation must accrue to people with disabilities who rightly expect 
the 'Celtic Tiger' to deliver jobs and tackle the unacceptable unemployment lev
els of people with disabilities. 
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(I) FOREWORD 

ElIlploYIIlCllt Challellges For Tile Millellllil/l11 considers the status of people with 
disabilities who are in, or who wish to access employment opportunities, in 
either a supported or a sheltered employment/work setting. It discusses the var
ious options available to people with disabilities in the context of the overall 
labour market. In doing so, it identifies and specifically discusses the strengths 
and weaknesses of sheltered and supported employment/work in Ireland and 
elsewhere today. 

The report reflects our view with respect to the future provision of sheltered and 
supported employment in Ireland and sets out ambitious plans to ensure that 
provision is achieved within a realistic timescale. From observations in the inter
national arena, we are confident that the directions outlined in this Report 
would place Ireland at the forefront of the development and provision of a qual
ity range of sheltered, supported work and employment options. 

Employment is fundamental to one's sense of well-being and citizenship and 
Irish citizens with disabilities place employment as a top priority. Employment 
provides for dignity, sense of accomplishment and the value that it brings to 
each community. The benefits of income provide control over one's affairs, pro
motes financial stability and overall contribution to society. 

EIIlploYIIl1'llt Challenges For TIl(' Millellllilllll argues the need for an overall vision 
regarding the development and inclusion of sheltered and supported work and 
employment as valid options within the framework of what is commonly under
stood as the labour market. It proposes a framework and a continuum of shel
tered and supported work and employment options. 

The report examines current models and provision of sheltered and supported 
work and employment; details the core issues; and makes various recommenda
tions on the measures required to provide an effective service of international 
standard. 

There are six critical areas of recommendation in this report: 

1. The need for a person centred flexible range of sheltered and supported 
work and employment options for people with disabilities. 

2. The adoption of an appropriate legal status for persons with disability in 
sheltered and supported work and employment. 

3. The future development of sheltered and supported services should ensure 
a more equitable balance between employment and work opportunities for 
people with disabilities. 

4. There is a need to set and monitor minimum operating standards for sheltered 
employment, sheltered work, supported employment and supported work. 

s. Responsibility for sheltered/supported work and employment services 
should be transferred to the Department of Enterprise, Trade and 
Employment. 
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6. The need for additional funding. 

The report details the number of places required in each of the four service 
options and proposes targets for conversion over a seven year period. 

The benefits of the improved economic situation must accrue to people with dis
abilities who rightly expect the "Celtic Tiger" to deliver jobs and tackle the unac
ceptable unemployment levels of people with disabilities. 

The NACTE committee acknowledges the many contributions received to its 
work through the written submissions and consultation processes. 
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(II) TERMS OF REFERENCE WORK AND 

MEMBERSHIP OF THE STEERING 

COMMITTEE 

NRB's National Advisory Committee on Training &: Supported Employment 
INACTE] set up a Steering Committee on Sheltered &: Supported Work/Employ
ment to examine the current situation of people with disabilities in sheltered 
and supported work/employment. 

Tertlls of Referellce 
• To examine all aspects of the current position in regard to sheltered and sup

ported work/employment of people with disabilities in Ireland. 

• To examine models of sheltered and supported work/employment in other 
countries. 

• To make recommendations to the National Advisory Committee on Training 
and Employment regarding measllres required to bring the position in 
Ireland in line with best International practice. 

COllSllltatiol1 & SlIbmissiol1s Process 
In the course of its work the Steering Committee on Sheltered and Supported 
Work/Employment, had discussions with a wide range of interested parties, 
including people with disabilities, parents/advocates, employers, policy makers, 
funders and service providers. Written submissions were invited. Members of 
the Committee visited many centres and agencies providing both sheltered 
work, sheltered employment, supported work and supported employment in 
Ireland and abroad. Key policy makers and providers of sheltered and support
ed work and employment were also interviewed. 

We invited a number of representative bodies to address the Committee and 
consulted the Irish Council of People with Disabilities on general directions 
being recommended in this report. 

Members of the Steering Committee visited a range of service providers through
out the country to gain an appreciation of the models and range of sheltered 
and supported work and employment options currently in use in Ireland and 
met also with a number of employers. 

Representatives from the Steering Committee visited Northern Ireland, UK, 
Holland, Sweden, USA and Canada to look at the models of sheltered and 
supported work and employment in those countries. 

The Steering Committee commissioned research on the relationship between 
social gain and the quality of life for people in sheltered work; on the employ
ment status of people with disabilities in sheltered and supported work; on 
enterprise creation and promotion; and on the financial costs of providing shel
tered and supported work. Finally, the Steering Committee carried out an exten
sive review of the relevant national and international literature. 
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Membership of the Steering Committee 
Mr Brmriall SlIttOIl, Federatioll of Vollllltar), Bodies (Cllair) 
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Mr Edward Case)" NRB. 
Mr Joe Casey, MHAI. 
Ms Mary Dowlillg, Department o( Health alld Childrell (to Marcil 1997 - replaced by 
Mr Briall Brogall) 
Ms Frieda Fillla)" Parellt/Advocate. 
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1.1 Introduction 
Ireland has achieved significant social and economic progress in recent decades. 
The standard of living and the quality of life, for most people, has improved dra
matically in recent years. In the five years 1987 - 1991, for example, there was 
strong economic growth averaging 4.5'1Ii1 per year, significantly higher than the 
EU average. Economic growth between 1992 - 1995 was sustained with an aver
age annual growth of 4.4')1, compared with an EU average of 1.5%. Total employ
ment over the years 1993 - 1996 grew by around 4% compared to an EU aver
age of only 0.3%. The rate of unemployment while it fell from 15.7'M, in 1993 to 
11.9% in 1996 is still higher than the EU average of 10.7%.' 

Despite the economic boom and the decreasing levels of unemployment, the 
experience of people with disabilities has not changed. They remain on the mar
gins of Irish society. The rate of unemployment amongst people with disabili
ties, estimated to be at least 70%, is an appalling statistic. Access to employment 
is crucial to the status and economic independence of people with disabilities. 
If the status of people with disabilities is to be equal to that of people generally 
then people with disabilities should be afforded equality of opportunity to 
access and participate in employment. 

The links between unemployment and poverty have been highlighted in a num
ber of reports including the re~en t Report of the Workillg Gro/lp 011 llICOllle 
Adeq/lacy to tile Illterdepartmental Policy Comlllittee (1996). 

The Commission on the Status of People with Disabilities in their report Ii 
Strategy for Eqllality noted: "There are clear links between disability and poverty, 
a connection which is aggravated by high unemployment. Both unemployment 
and poverty are likely to have a disproportionate effect on people with disabili
ties compared with other sectors of the population. A fundamental change in 
existing employment policies is needed to reduce the exclusion experienced by 
people with disabilities and to reduce the impact of poverty on individuals and 
members of their families." 

1.2 Features of the General 
Labour Market in Ireland 

The labour market in Ireland, in common with other European countries, is 
changing. Employment in the services sector is increasing. There is more flexi
bility in working arrangements, with more contract work, job-sharing, part-time 
work and new types of work such as telework. These changes can work in favour 
of or against the interests of people with disabilities, depending on whether or 
not they are in a position to take advantage of them and whether or not the 
associated recruitment and/or retention practices of employers are conducive to 
their needs. 

The Department of Enterprise, Trade and Employment is primarily responsible 
for training and employment policy nationally. The majority of vocational 
training programmes are delivered by FAS, which operates under its aegiS. The 
Vocational Training Opportunities Scheme is the responsibility of the 
Department of Education and Science and is delivered by the Vocational 
Education Committees. The Department of Social, Community and Family 

I NESF Forum Report No. 13. Unemployment Statistics. May 1997. 
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Affairs while it is primarily responsible for income maintenance, has in recent 
years become involved in supporting the delivery of labour market programmes 
by offering schemes and incentives such as the Back-to-Work Allowance. At local 
level, the Area-Based Partnership Companies have a role in developing local 
responses to long-term unemployment. 

An important feature of the current labour market is the increasing use of new 
technology, especially in the services sector. Computer-based technologies pre
sent something of a paradoxical situation for people with disabilities. On the 
one hand, their inherent flexibility presents new employment opportunities for 
people with disabilities. On the other hand, they can introduce new barriers, 
such as those that graphic and other display-based interfaces can present for 
people with visual impairments. 

The agreement of social, economic and employment programmes through a 
process of collective bargaining and partnership between the social partners of 
- government, employers, farmers, trade unions and the recently established 
Community Platform - is another important feature of the labour market. These 
programmes, the current one being Partnership 2000, provide a context within 
which the employment of people with disabilities can be promoted, although so 
far there seems to have been little in the way of practical actions to follow-up 
the positive sentiments of the partners. 

Apart from the public service a significant level of employment in Ireland is in 
the large multi-national companies. However, with the continued growth and 
success of small and medium enterprises (SMEs), many of which are providing 
services, the bulk of new jobs has been in the services sector. 

Labour market policies in Ireland have been more concerned with issues such as 
raising the skill level of the workforce and job creation, rather than with the spe
cific problems of unemployment amongst people with disabilities. 

Current employment policy responses to unemployment have mostly centred 
around the provision of schemes, most of which operate within what is com
monly referred to as the 'social economy', an area where until recently the jobs 
potential has been largely ignored. 

The 'social economy' is concerned with meeting real demands which cannot be 
fully met by the market alone and are not provided by the public sector. It is 
located within a continuum of delivery possibilities between fully commercial 
and public provision.' 

The EU White Paper 011 Growth, Competitivelless, alld Employmellt (1994), gave a 
clear endorsement to the above concept of the social economy. Under 
Partllership 2000 a Working Group is to be established to 'undertake a detailed 
examination of the potential of the social economy, both in terms of 
employment and also in the supply of services, such as childcare, elder-care and 
services improving the quality of life in disadvantaged areas'. 

2 NESF Forum Opinion No.3, Long·term Unemployment Initiatives. April 1996, p.l? 
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1.3 Unemployment in Ireland 
For the first time in six years, the total number of people who are registered as 
unemployed has fallen to just below 250,000. The number of young people -
those under 25 - registered as unemployed at the end of May 1997 was 59,400. 

Despite the good performance of the economy there has been a rapid increase 
in the number of people who are long-term unemployed since the early 1980s. 
On 2nd April 1997, 124,458 people were registered as unemployed for one year 
or longer (48(l'('). 

The Illterilll Report of ti,e Task Force Oil LOllg Terlll UllelllploYIllf11t (1995) found, 
based on the Labour Force Survey of 1992, that persol1s unemployed for one 
year have a 30'l''<> chance of being unemployed a year later, while those unem
ployed for over one year but less than two years have a 61'*, chance of remain
ing unemployed a year later, while those unemployed for over two years have a 
74% chance of remaining unemployed. 

It should also be noted that the figures on the 'live register' indicating the llllm
ber of people who are unemployed do not include: 

• people currently on FAS Community Employment Schemes; 

• people currently on the Part Time Job Opportunities Programme; 

• many women - e.g. carers, home-makers etc; 

• people who are over 55 and are long term unemployed; 

• many single parents; 

• the majority of people with disabilities available for work. 

Despite the recent decreases in unemployment levels and the creation of (net) 
new jobs, present employment policy does not seem to have had any noticeable 
impact on the employment opportunities for people with disabilities. A key 
issue of concern is the fact that most unemployed people with disabilities are 
not registered as unemployed; nor is there any satisfactory information and sta
tistics relating to the numbers and skills of people with disabilities available for 
work and employment. 

The impact of unemployment on people with disabilities who are already dis
advantaged, reinforces a feeling of being marginalised and alienated from their 
community. There are multiple barriers to equal opportunities which prevent 
people with disabilities from being able to provide for one of their most basic 
needs - the need to earn an income to maintain a basic standard of living while 
engaged in an activity that is in some way fulfilling. 
The priority of the National Anti-Poverty Strategy is to halve, by the year 2007, 
the number of people identified as "consistently poor". It also aims to cut unem
ployment by that year to 6% from the present rate of 11.9% and to reduce long 
term unemployment from 7% to 3.5% .. 
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1.4 The Extent of Disability in Ireland 
In attempting to identify the total number of persons with disabilities in Ireland, 
the lack of adequate statistics has created some·difficulty. In Ireland there is no 
central point from which to access information on the numbers and status of 
people with disabilities. There has never been a national census, nor indeed any 
full-scale national survey of people with disabilities in this country. The census 
of population does not include a question on disability. 

The 1996 Labour Force Survey identified 62,000 who were unable to work as a 
result of illness or injury. A national database to determine the 'service' needs of 
people with learning disabilities has just been compiled and reported in All 
AsseSSlllellt of Need (1997 - 2001) and is co-ordinated by the eight regional 
Health Boards under the Department of Health and Children. In 1981, the 
Health Boards introduced a 'physical handicap' record system which is current
ly being revised and reactivated. Similarly, there is no reliable data available on 
the numbers or needs of people with mental health difficulties, or people with 
sensory disabilities. 

However, drawing on comparable international figures it has been estimated 
that the proportion of the population in Ireland with disabilities could be at 
least ten per cent.' The type of impairment and age distribution is similar 
throughout Ireland. 

1.5 The Prevalence of Disability in Ireland 

Table 1 (a): The Prevalence of Disability in Ireland 

Age No. In % with No with 
Group Population4 Disabilities Disabilities5 

0-14 1,000,000 3 30,000 

15 - 59 2,000,000 7.5 150,000 

60 + 550,000 33 180,000 

All Ages 3,550,000 10 360,000 

There are up to 150,000 disabled people of working age (41.7% of people with 
disabilities) . 

It should be noted that while the age band referred to denotes a starting point 
of 15 years of age, the next age band only begins at 60+, a few years less than 65 
years of age or retirement age for many people. 

It could still be assumed (based on international figures) that approXimately 
409ft, (144,000) of the total population of people with disabilities fall within 
what is referred to as the labour force. 

3 Hepart of the Commission on the Status of People with Disabilities, A Strategy for Equality, 
November 1996. 

4 The total in this column corresponds to tile populalion figure for 1992; it has since increased. 
5 The distribution by age-group is not exact: the figures are rounded for easy calculation. 
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This estimate allows for the fact that some people, especially those in the 15 -
20 year age bracket may still be in full time education or training and that some 
of those within the 60+ age group may still be working or available for work, 
though it is probably a small number due to the fact that the prevalence and 
impact of disability tends to increase with age. 

The other important point to note from the above table is that there is in all 
probability a small, but significant number of people, who while they fall with
in the age band of 18-65, are not working and may never wish, or be able to, 
undertake any form of remunerated employment. Such persons would tend to 
have profound levels of impairment and in most cases may well have more than 
one type of impairment. Their needs and level of participation in society centre 
far more around having a 'quality of life', which.maximises their full potential 
as individuals and recognises their right to whatever level of support they may 
require, to achieve their potential in life. 

Learning disability is the most common type of impairment amongst people 
with disabilities in Ireland, followed by physical disability and mental health 
difficulties. 

Out of a population of 360,000 persons with disabilities in Ireland, this 
report is concerned with less than 3% (10,500) who require sheltered and 
supported work/employment options. 

1.6 Influences on this Report 
Attitudes towards disability have changed considerably over the past 15 years, 
led by a stronger and more vocal movement of people with disabilities through
out the world. In essence, this international movement has changed the 
approach towards disability. The following principles have informed recent 

. international legislation and practice: 

• the recognition that disability is a social rather than a medical issue; 

• the adoption of a civil rights perspective; and 

• the recognition of equality as a key principle of the human rights approach". 

A number of international organisations including the United Nations, the 
International Labour Organisation (lLO), the Council of Europe, Rehabilitation 
International and Inclusion International have issued policy statements and 
declarations promoting the fundamental right of people with disabilities to have 
access, according to their capacities, to suitable and rewarding employment 
opportunities. They also recognise that some people with disabilities often expe
rience particular difficulties in the open competitive labour market and that 
they require access to alternative employment options, such as sheltered or sup
ported work and employment and self-employment with supports. 

For example, Rule 7 of the UN Standard Rules on the Equalisation of Opportunities 
for Persons with Disabilities (1993) makes nine recommendations on employment. 

6 Report of the Commission on the Status of People with Disahilities, A Strate!,'Y For Equality, 
November 1996. 
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The preamble to Rule 7. Employment states that: 

States should recogllise the prillciple tlU/t persom witll disabilities llIust be 
ellIpowered to exercise tlleir IlIIllIall rights, particularly ill the field of 
elllploymellt. III botll rural alld urball areas they llIust have equal opportulli
ties (or productive alld gaillful cllIploYlllellt ill tIll' fr,bour llIarket. 

The UN Standard Rule on Employment then goes on to specifically refer to shel
tered and supported options: 

7.7 The aim should always be for persollS with disabilities to obtaill employ
mellt ill the opell labour llIarket. For persoll5 with disabilities whose 
lIeeds Will/Ot be met ill opell employmellt, small ullits uf sheltered or 
supported employment may be (III a/terl/ative. /t is importallt that tile 
quality uf suel, prograllImes be assessed ill terms of tlleir relevallce alld 
sufficiency ill providillg opportullities for persollS with disabilities to gaill 
employmellt ill the labour market. 

Ireland has signed and ratified the UN Standard Rules on the Equalisation of 
Opportunities for Persons with Disabilities, and while they are not legally 
enforceable they do carry a strong moral commitment to be fulfilled by member 
states of the UN. 

The recent European Commission Communication on Equality of Opportunity 
for People with Disabilities, A New Europeall Commlillity Disability Strategy was 
adopted by Resolution in December 1996 by the EU Council of Ministers. It 
endorses and expands the UN Standard Rules. Specifically, and in the context of 
this report the Resolution reaffirms the principles of non-discrimination and 
employment as a key to integration for people with disabilities. 

The ILO conventions (convention 1 S9 and recommendation 168) regarding 
training and employment promote equality of opportunities. The ILO will pub
lish at the end of 1997 a report on its current survey on sheltered employment 
in eighteen countries around the world including some European countries (but 
not Ireland). This ILO survey makes particular reference to employment terms 
and conditions in sheltered workshops, reflecting many of the same concerns 
and issues which prompted the NACTE review of sheltered &: supported work 
and employment in Ireland. 

In Ireland, disability and equality issues have finally arrived onto the main
stream political agenda. The three key principles of 'equality', 'maximising par
ticipation', and 'enabling independence and choice' which were proposed and 
adopted by the Commission on the Status of People with Disabilities are now 
accepted and respected as the driving force behind any future thinking or devel
opments concerning the lives of people with disabilities. 

The Commission on the Status of People with Disabilities, in the course of its 
work was conscious of the fact that there is inequality and discrimination 
against people with disabilities and in its report, A Strategy for Eqllality stated that 
'The State must acknowledge its responsibility to ensure equality of status. In 
particular, it must assume special responsibility for marginal or vulnerable 
groups of people with disabilities, and support them, their families and friends 
to the extent that they cannot do so for themselves.' 

The Commission went on to say that 'the status and rights of people with dis
abilities in sheltered work settings should be defined and appropriately protect-
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ed. Standards should be introduced for the establishment and operation of shel
tered workshops'. A Strategy for Eqllality also identified the need for appropriate 
legislation to protect those working in sheltered settings. 

A number of reports and papers have highlighted the need for a more co-ordi
nated, structured and systematic approach to the issue of sheltered and sup
ported employment and work: 

The Report of the Review Group on Health and Personal Social Services, Towards 
an Independent Flltllre, which emphasises the need to have a more structured sys
tem of sheltered employment. 

Partnership 2000 which contains a commitment that 'Employers, trade unions 
and the relevant Government Departments and agencies, in consultation with 
organisations of people with disabilities will draw up a Code of Practice on the 
employment of people within sheltered workshops, which will provide for its 
monitoring.' 

The White Paper 011 Hlllllan Resollrce Development (1997), in its discussion on the 
growing competitiveness of the Irish economy and the rapidly changing nature 
of employment, identifies the need for new structures and measures to ensure 
that people who are long term unemployed or otherwise vulnerable in the 
labour market can secure gainful employment. 

The report Training for People with Disabilities 1996 undertaken by the European 
Social Fund Programme Evaluation Unit notes the changing nature of vocation
al training for people with disabilities and the low level of employment out
comes. Recommendations in the report pertaining to sheltered and supported 
employment are reflected in the recommendations in this report. 

The report of a study group on The Psychiatric Services - Planning for the Flltllre 
(1984) in addressing the employment situation regarding people with mental ill
ness declared the need to determine the full range of employment options and 
to establish priorities in that regard. 

The Counci I of Europe (1992) 'A Coherent Policy for tile RelIC/bi/itation of People 
with Disabilities' and The Council of Europe (1997) 'Sheltered Elllpluymellt ill five 
Melllber COllntries' recommended that sheltered employment options should: 

• Form part of the competitive economic system while also providing the nec
essary supports to employees with disabilities; 

• Endeavour to be financially viable while recognising the social dimensions 
and responsibilities; 

• Pay a minimum wage which compares with rates paid in competitive 
employment; 

• Provide contracts of employment; 

• Provide interesting and stimulating work opportunities in newer technical 
and higher skill level employments. 
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1.7 Main Issues Arising in the Current Situation 

Below are listed the key concerns and questions raised in the consultation and 
submission processes during the Committee's deliberations: 

People with Disabilities 
• There is currently a major shortage of sheltered and supported work and shel

tered and supported employment opportunities for people with disabilities in 
Ireland. Those which do exist are virtually restricted to people who have 
completed education or training programmes linked to the agency or service 
provider. 

• People with disabilities have few rights and choices in the current situation. 

• Some people with disabilities have ongoing personal, social and educational 
needs regardless of the type of work in which they are employed. 

• People with disabilities want to be recognised as employees and protected as 
workers, and receive a proper wage. 

• Parent advocates are concerned that the majority of supported work and 
employment placements are in low grade, low wage jobs. 

• The benefits trap. 

Elllployers 
• Employers want to afford the full status of employee to persons in supported 

work but appropriate wage subsidies are required. 

• There is a need for ongoing placement supports and incentives for employers. 

Service Providers 
• There are no minimum standards pertaining to the delivery of sheltered work, 

sheltered employment, supported work or supported employment services. 

• The supported employment model that has been developed in Ireland more 
closely resembles supported work. 

• The expectation that sheltered employment be provided in commercially 
viable enterprises is an unreasonable one for the future. 

• There are major difficulties in developing an enterprise culture in a service 
"not for profit" organisation. 

• There is a need to develop more innovative and creative work activities in 
sheltered work settings. 

Resollrces & FlIllding 
• The funding structure for sheltered work, sheltered employment, supported 

work and supported employment is totally unsatisfactory, resulting in vary
ing and limited capitation fees being paid to agencies, and an inability to 
fund appropriate pay and work conditions for people with disabilities. 

• Many sheltered employment and supported employment projects are fund
ed as innovative pilot projects under the ESF and Employment Horizon. The 
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fixed term pilot project funding structure is too short to adequately establish 
and test models of sheltered employment and sheltered enterprises for 
people with disabilities. 

• Many of the agencies are largely dependent 'on fund-raising to survive. 

• The Employment Support Scheme (ESS) requires a sound funding base simi
lar to support schemes for unemployed able-bodied people. Funding should 
meet the targets set in Partnership 2000. 

Legal Fralllework 
• There is no legal framework that recognises and defines supported employ

melli, supported work, sheltered employment and sheltered work. The legal 
status and conditions of people with disabilities involved in these forms of 
employment and work needs to be addressed urgently. 

Strtlctllres & Systellls 
• Governnient responsibility for the provision and funding of sheltered work, 

sheltered employment, supported work and supported employment rests 
with the Department of Health and Children. In recognising disability as a 
social rather than a medical issue, structural arrangements for the future 
delivery of work and employment services to people with disabilities need to 
be changed. 

• People with disabilities participating in sheltered work and sheltered employ
ment do so in 215 centres, many of which are located in segregated settings 
and all of which are run by specialist agencies. The system lacks national 
cohesion, co-ordination and inclusion. 

• The current structures offer few opportunities for the participation of people 
with disabilities, parents or advocates in services and decisions affecting the 
work and employment of people with disabilities. 

• There is little flexibility and mobility in the current system. 
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Chapter Two 

The Current Situation of 
People with Disabilities in 

Sheltered and Supported Work 
and Employment 

" I 



2.1 Definitions 
Most of the submissions to the committee made reference to the significant lack 
of clarity and understanding which. exists in the area of sheltered/supported 
employment and sheltered/supported work. The lack of agreed definitions and 
understanding of each of these options has impacted negatively on the status of 
people with disabilities, both in work and in employment. 

The working definitions agreed by the committee for sheltered work, supported 
work, sheltered employment, and supported employment are outlined in this 
chapter. 

The current widespread provision of sheltered work ignores the fact that most 
people with disabilities want to exercise their right to employment. 

In presenting the situation it is important to note the inflexibility and inade
quacy of current provisions, the underdevelopment of sheltered and supported 
employment and work services over a long number of years and the fact that the 
services described do not include a significant population currently attending 
day-care, many of whom are, in fact, capable of and in need of some form of 
work/employmeiH as part of a broader range of activities. 

2.2 Sheltered Work 
Sheltered work is work undertaken by people with disabilities in workshops 
specifically established for that purpose. 

People working in sheltered workshops retain their social welfare benefits, usu
ally Disability Allowance (£67.50 per week, June 1997) and usually receive a 
small discretionary additional weekly payment from the work provider. It is esti
mated that there are 7,9001 people with disabilities working in 215 sheltered 
workshops in Ireland. 

Sheltered workers are not employees and are not covered by employment pro
tection legislation. Their status is variously described as trainee, long-term 
trainee or sheltered worker. They are not registered as employees and do not pay 
income tax or PRSI. 

These workers are vulnerable. They have no legal protection nor are there any 
quality standards in place to ensure that their rights and entitlements are appro
priately protected. They are not in a pOSition to use legislation to enhance their 
own positions in the 'workplace', regardless of the number of hours worked 
(many people are working full weekly hours), or the length of time or service in 
their 'jobs'. 

In this regard the Commission on the Status of People with Disabilities recom
mended that: "Standards should be introduced for the establishment and oper
ation of sheltered workshops." 

NRB - October 1995 - A Statistical Overview of nOJ1-ESF funded programmes for People with 
Disabilities: Longterm training 2,192; Sheltered Work 4,378; Long Term Training and 
SheItered Work 599; Other Sheltered and Supported Training and Employment Activity 7:11. 
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Partnership 2000 for Inclusion, Employment and Competitiveness, contains a 
commitment to draw up of a Code of Practice on the employment of people 
within sheltered work. 

Sheltered workshops are located in a variety of settings, including industrial, 
retail, hospital, school and residential service settings. Sheltered workshops are 
not always identifiable under their trading names; some of which describe the 
workshops as enterprise centres, employment centres, resource centres, 
longterm training centres and so on. 

Organisations providing sheltered work to people with disabilities receive an 
annual capitation grant from the Department of Health and Children or 
through the Health Boards. The amount received varies considerably from one 
organisation to another ranging from approximately £1,100 to £7,000 per per
son per annum; there is no standard funding mechanism. Transport to and from 
work is generally provided for those who require it. 

The range of work undertaken varies conSiderably. The nature of the work is usu
ally determined by market demand and/or the skills and capacity of the workers. 

The type of work in which workers in workshops are engaged in, typically 
includes: 

• the manufacture and assembly of components and saleable products for local 
business on a sub-contract basis; 

• the manufacture of a range of "own products" including woodwork, uphol
stery and crafts; 

• the provision of services in work crews to the local community, such as 
contract cleaning, window cleaning and gardening; 

• operating a shop, canteen, restaurant, garden centre or similar business. 

2.3 Supported Work 
The term Supported Work is normally understood to refer to the process of 
supporting people with disabilities who are at work, but not employed, in 
ordinary workplaces, using job coaches or similar support staff at the work
site. 

There are a considerable number of people with disabilities who are at work, but 
not in employment, in the open Labour Market. Most of these workers 
continue to receive their Disability Allowance and can earn under current wel
fare regulations up to £36 per week. 

The Irish Union of.Supported Employment survey on Supported Employment 
indicates that approximately 360 (95% of survey total) placed under the sup
ported employment model are in supported work. They continue to receive 
State benefit and a payment up to £36 per week from employers. 
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2.4 Employment 
Employment is a status whereby a person is engaged under a contract of 
"lIIployment and is remunerated for work. Employers and employees must com
ply with the statutory requirements in regard to employment legislation, pay 
related social insurance, and income tax liability. 

Open Employment is employment in the open competitive labour market. 

No statistics are available for the number of people with disabilities employed in 
the open labour market in Ireland. A 3')6 employment quota for the public ser
vice has been in place since 1977. This quota was achieved in the civil service in 
1996, but has yet to be achieved in the wider public service. 

2.4.1 Employment Incentives and Subsidies 
for Persons with Disabilities 

Some 410 people with disabilities are employed in the open labour market with 
the assistance of NRB's Employment Support Scheme (ESS) which provides a 
wage subsidy to employers who employ people with disabilities whose work pro
ductivity levels are less than average. 

People going on to the scheme relinquish their social welfare benefits. At pre
sent the average wage subsidy is £55.48 per week. Employees availing of ESS pay 
employee PRSI and are liable for income tax. The scheme, therefore, operates at 
a net gain to the Exchequer. A fundamental issue regarding the arrangement for 
funding ESS is that while the cost of funding subsidies is borne by the 
Department of Health and Children, the savings in relinquished benefit pay
ments accrue to the Department of Social, Community and Family Affairs. 

In 1996,grants amounting to £L03M were paid to employers in respect of the 
employment of 393 people with disabilities. This indicates an average subsidy of 
£2,618 per job. Despite the substantial savings to the Exchequer in payments 
such as disability allowances, the resources allocated to the ESS are currently 
insufficient. In each of the past five years the allocation has been insufficient to 
meet demand, leading to regular suspension of the scheme. 

The ESS allocation for 1997 was just sufficient to cover the cost of wage subsi
dies for those already on the scheme·at the beginning of the year. No funds have 
been allocated to cover the cost of any additional intake. Any further intake 
onto the scheme has therefore been. suspended. 

The Report of the Commission on the Status of People with Disabilities recom
mends that "Funding for the NRB Employment Support Scheme should be 
expanded to achieve a minimum annual target of 500 jobs for people with dis
abilities over the next three years". 

The Review Group Report on Health & Personal Social Services for People with 
Physical and Sensory Disabilities Towards an Independent Future recommends 
that "The Employment Support Scheme allocation should be increased by 25'M, 
(100 places) as an initial measure and should be reviewed on an ongoing basis". 

There is a commitment in Partnership 2000 to increase the numbers employed 
under the ESS scheme to 1,000. 
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NRB also provides workplace/equipment adaptation grants towards the cost of 
making workplaces or equipment accessible to people with disabilities 
Development of this scheme is also constrained by shortage of funding. 

Two other employment related incentives available through NRB art the 
Personal Reader Grant and the Job Interview Interpreter Grant. People whu are 
blind or visually impaired and who need support with extra reading at work are 
eligible to apply for a Personal Reader Grant. A Grant is available to persons who 
are deaf or have a hearing or speech impairment and who wish to have an 
Interpreter present at their job interview. 

2.5 Sheltered Employment 
Sheltered Employment is employment in an enterprise established specifi
cally for the employment of people with disabilities and which is in receipt 
of designated funding from the State. It refers to employment under sheltered 
conditions where workers have a contract of employment. 

There are many people who may not have the capacity or desire to work in open 
or supported employment and for whom some form of sheltered employment 
may be a preferred choice. 

In Ireland, only two models of sheltered employment currently exist - Blindcraft 
and the Pilot Employment Programme. In both models workers enjoy the status 
of employee. They are paid competitive wages, pay income tax and PRSI, have 
contracts of employment and their employment is protected by labour legisla
tion. 

(i) Blindcraft 
Blindcraft was established in 19S7 and was the first provider of sheltered 
employment for people with disabilities in Ireland. The company is engaged in 
the manufacture of beds, repair work to high quality antique cane furniture, bas
ket making and hotel toiletries. The company employs 42 people with visual 
impairments. 

(ii) Pilot Programme (or the Employment o( People with Disabilities (PEP) 
In 1994, the government approved a three year Pilot Programme for the 
Employment of People with Disabilities (PEP) in viable enterprises. One of the 
conditions of the pilot programme was that the enterprises must employ a min
imum of 50'l'b people with disabilities. Under the programme, 8 sheltered enter
prises were established, 7 by Gandon Enterprises Limited and 1 by Special 
Equestrian Training Centre (S.E.T.C.). The enterprises currently employ 270 
people, of which 177 are people with disabilities and 93 are non-disabled. The pilot 
will run until the end of 1997 at a projected cost of approximately £5.6M. Once· 
off payments totalling £2,024,765 were paid to cover capital and able-bodied 
employee grants, an average of £11,375 for each disabled employee. In addition 
ongoing annual wage subsidies of £7,420 are paid for each disabled employee. 

The Report o( tile MUlliturillg Cumlllittee o( the Pilot Programllle (or the Employmellt 
u( People with Dis(/bilities concludes that the programme has been a successful 
vehicle for providing employment for people with disabilities and has achieved 
the SOCial objectives of the programme. A high degree of satisfaction is reported 
among the employees with a disability. An important objective of the pro
gramme has not been met during the pilot, i.e. that the employment be provid
ed in commercially viable enterprises. Some of the enterprises are sustaining 
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considerable losses, and the monitoring committee is not satisfied about the 
continued viability of the com'panies involved. The continuation of this type of 
employment is to be considered following the report of this Steering 
Committee. 

One of the most extensive programmes of sheltered employment in Europe is 
the model in the Netherlands. It is based on the Sheltered Employment Act of 
1969 and offers employment to persons who, because of a physical, mental or 
psychiatric disability can only work under specially adapted conditions. 

Nearly 80,000 disabled persons - 1.2'Yc, of the labour force of 6.7 million - are 
employed in about 100 companies under the Sheltered Employment Act. The 
companies are run by the municipal authorities, in many cases several co-oper
ating in one company. The municipal authorities receive financial support from 
the central government. 

The legal status of employees and their terms of employment are laid down in 
central government regulations. Each employee has a labour contract with the 
municipality. The standard working time is 36 hours per week. Part-time work is 
possible for medical or personal reasons. All employees are entitled to at least 
190 hours a year paid holidays. Jobs are graded on the basis of a system of job 
classification and employees are paid according to the job they fulfil and not 
according to their individual productivity, which varies because of disability. 
Employees are insured against the financial risks of unemployment, sickness 
and disablement. 

2.5.1 Sheltered Employment Pilot Projects 

A number of sheltered enterprise projects have been piloted under the EU 
Employment Horizon fund and/or with the financial assistance of the County 
Enterprise Boards. These projects aim to create sheltered enterprises for people 
with disabilities. Members of the steering committee visited over a dozen of 
these projects. The projects were mainly located on integrated sites and the 
enterprises were built around an innovative and creative range of products and 
services. During the pilot period, most enterprise workers were defined as 
trainees and continued to receive their state allowances, usually the Disability 
Allowance. 

The main issues identified by the project managers included: 

• the extension of choices for people with disabilities; 

• the short duration of Horizon funding; 

• the economic viability of enterprises; 

• the conflicting organisational culture between service provider and entrepreneur; 

• the lack of agency skills in enterprise development and marketing; 

• the need for training to develop the skill level of the workers; 

• product quality and sales; 
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• the fear of failure; 

• the attitudes of voluntary groups to profitability; 

• the ongoing needs of workers for personal and social supports; 

• the need for ongoing funding support for the enterprises. 

In 1996, A Strategy fiJr Equ(llity, the report of the Commission on the Status of 
People with Disabilities, identified an acute shortage of sheltered workplaces 
and recommended that government funding be provided for the continuation 
of existing sheltered workplaces and for an additional 500 places. 

Tow(lrds (III Illdepellciellt Future, the report of the Department of Health and 
Children Review Group, on Health and Personal Social Services for people with 
physical and sensory disabilities, recommended the provision of funding for an 
additional 200 sheltered employment places for people with disabilities in 
advance. of this steering group's report. 

There is a commitment in Partllership 2000 to increase the number of sheltered 
employment places by 500 over the period of the partnership programme. 

It is important to note that sheltered employment need not necessarily be per
manent; it can be a part of a continuum preparing workers to make a transition 
to alternative work options. 

2.6 Supported Employment 
Supported Employment is paid employment in an integrated setting with 
ongoing supports in the open labour market. 

It is estimated that a maximum of 20 people with disabilities are in supported 
employment in Ireland. 

The model involves a number of key elements, notably: 

" Illtegratioll: A person with disability must be a regular employee of 
the business and work alongSide co-workers who do not have 
disabilities. 

Wages & Bellefits: Work performed is paid for and all relevant 
benefits (sick leave, holiday, training, etc.) are received. 

Placemellt First: A person is firstly placed in employment and 
training/support is provided specific to that job. 

Zero Reiect: No one should be denied access to supported employ
ment services because of the severity of disability. 

Flexible Support: All aspects of supported employment should be tai
lored to the needs and capabilities of the person concerned. This 
requires the development of a variety of services. 
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Life-Lollg SlIpport: Supported employment services must provide ongo
ing support to enable an intlividual to maintain employment and 
where desired, move to other jobs. 

Choices: Individuals are supported in their employment choices. They 
can choose where and under what conditions they want to work'" 

In Ireland, there have been several pilot projects introducing supported employ
ment to employers and job-seekers with disabilities around the country. Many 
of these were EU Employment-Horizon projects and have continued beyond the 
pilot phase. 

Currently there is no specific funding mechanism for supported employment 
and the availability of the model is largely dependent on the interest and under
standing of the model by disability service suppliers. 

For that reason the Steering Committee welcomes the recent decision by the 
Department of Health and Children with the assistance of NRB to commission 
an independent review and evaluation of the various models of supported 
employment. A report is due before the end of 1997. 

2.7 ESF - Funded Programmes 
The Operational Programme for Human Resources Development 1994 - 1999, 
[01'1, which specifies the measures supported from the European Social Fund 
[ESF] and the Irish Exchequer for the five year period of the 01' has, as a key 
objective, the occupational integration of people with disabilities. The rationale 
for this is stated in the 01' as follows: "In terms of social exclUSion, particularly 
access to the labour market, people with disabilities are one of the most disad
vantaged groups in SOCiety. Rising unemployment generally has led to a marked 
deterioration in the opportunities for people with disabilities to secure employ
ment in the open market". 

The 01' assists three levels of training in the specialised training sector in 
Ireland: 

• Levell 

• Level 2 

• Level 3 

Levell is a Foundation Training Programme in that it focuses primarily on the 
development of core personal competencies, e.g. numeracy, social skills, func
tional skills, etc. Levels 2 and 3 are Vocational Training Programmes which con
centrate on the acquisition of specific employable skills. 

In 1995 and 1996, the ESF funded in excess of 2,000 Wholetime Equivalent 
Training Places. 

2 Supported Employment, Powell, 1990. 
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Table 2.a ESF Funded Training Places 

f995 1996 

Levell 675 807 

Level 2 1,172 1,144 

Level 3 232 178 

TOTAL 2,079 2,129 

The or sets out the following impact indicators for Levels 1, 2 and 3 training 
programmes: 

Table 2.b. Training for People with Disabilities - Impact Indicators 

Indicator Base Figure Target Actual Completers 
1994 1999 for 1996 

Placement in Open 20% 25% 21% 
Employment Market 

Placement in Supported 15% 40% 27% 
or Sheltered Employment 

Progression to 2% 5% 7% 

Mainstream Training 

Progression within 8% 15% 18% 
Training for People 
with Disabilities 

Certification 51% of 100% of 
courses, courses 
various NETCB 

certifying 
bodies 

It can be seen from the above table that the greatest gap exists between the tar
get and the actual outcomes to Supported or Sheltered Employment - 40'*, v. 
27'*,. This situation results from the absence of supported and sheltered employ
ment services nationally. 2,329 people with disabilities exited training in 1996. 
40% of this figure is 932. From the above table it appears that there is a need for 
approximately 300 sheltered and supported places per annum to meet the needs 
of persons exiting ESF funded training. 

2.8 The Benefits Trap 
In describing sheltered and supported work we have outlined the payments sys
tem to the 8,260 people with disabilities who are engaged in work. The individ
uals receive their Disability Allowance (£67.50 per week) and can earn an addi
tional £36.00 per week under current regulations. Historically, disability related 
benefits were created within a health and welfare framework. Entitlement to 
benefit was based on an individual's inability to work, rather than on the extra 
costs of living with a disability. Individuals on Disability Allowance are often 
entitled to secondary benefits, including medical card, financial assistance with 
rent or living allowances, and transport costs. 
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The benefits trap for people with disabilities seeking or currently engaged in 
sheltered and supported work is that if they give up their Disability Allowance, 
they lose theirsecondary benefits. The benefits trap is a core issue and one that 
acts as a significant disincentive to people with disabilities taking up employ
ment. 'A Strategy for Equality', the report of the Commission on the Status of 
People with Disabilities, discusses these issues, and recommended the payment 
of a Cost of Disability Allowance to people with disabilities who incur extra costs 
because of their disability. The committee fully supports the Commission rec
ommendation on the Cost of Disability Allowance. 

2.9 Significant Disability/Multiple Handicap 
For some people with more significant disabilities, work and employment will 
not meet their particular ambitions and needs. The committee acknowledges 
the ongoing need for a creative person-centred range of day activity and day 
care programmes for this population. These programmes would be part of a con
tinuum of rehabilitation, work and employment services and people with dis
abilities should be able to move in either direction within the continuum, 
depending on their individual needs. 

2.10 Summary and Recommendations 
The data available reflects especially high rates of unemployment and labour 
force exclusion among people with disabilities. This situation does not reflect 
the wishes of rilany people with disabilities who wish to work or be employed. 
The existing sheltered work arrangements are uncoordinated and lack direction 
and funding. Future funding for the P.E.P. is uncertain and there is no funding 
mechanism for supported employment or supported work. Nationally, there is a 
lack of agreed definitions and understanding of sheltered employment, shel
tered work, supported employment and supported work. 

The committee recommends: 

Recommendation 1 
The definitions of sheltered employment, sheltered work, supported employ
ment and supported work outlined in this report should be regarded nationally 
as the accepted or official definitions. 
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Cha pter Th ree 

Increasing the Range of Work 
and Employment Options 

. and Assessing Future Needs 
(1998 - 2004) 



3.1 The Range of Work and 
Employment Options 

We now have a dynamic and expanding economy which, and perhaps for the 
first time in our history, allows us as a nation to provide access to the necessary 
employment opportunities for significantly disabled people. 

In observing models of employment which reflect good practice and best out
comes we support principles where 

" .. . eacll illdividllal is provided witll all opportlmity to elljoy tile benefits of a 
mellllillgf"l occllpatioll, illellldillg WIIlIIlell511rate wages, WllditiollS, career 
opportllllities alld clloices'." 

The rapidly changing nature of society has brought about changes in the 
demand fo·r and supply of labour. The concept of what it means to work is 
changing as the options available to job-seekers are becoming broader and inclu
sive of more flexible arrangements. 

The concept of work while constantly changing covers a continuum ranging 
from under-employment, temporary employment, part-time employment, con
tract work, occasional work, job-sharing, self-employment, to full-time and per
manent employment. The status of employees in terms of contracts and condi
tions of work is wide-ranging and often depends on the employment setting. 

For many people with disabilities, part-time work is one way to take part in the 
labour market. Moreover, part-time work allows those who have not had work 
experience or who have been out of work for a considerable length of time to 
become acquainted with working life and pOSSibly move on to a full-time job. 
Thus, the promotion of part-time employment can contribute to the inclusion 
of disabled workers in employment. 

Similarly, the lack of acknowledgement in national policy of the existence and 
potential of both sheltered and supported employment as valid work options is 
indicative of the low status accorded to such options. Employment pqlicy 
should promote and validate the inclusion of people with disabilities in all these 
options. 

People with disabilities, many of whom have been very well trained with the 
support of European Social Funds (ESF) and exchequer funding, have demon
strated their capacity and ability to participate in the labour market. They and 
others now wish and should have the right and opportunity to participate in the 
labour market as employees rather than merely as 'long-term trainees' or people 
on 'work-experience' programmes. Sheltered and supported employment should 
be part of the labour market response to the employment of persons with dis
abilities. 

People with disabilities who either choose or are not in a position to be in 
employment should have the right to avail of sheltered and supported work 
opportunities. 

As a matter of principle, people with disabilities should have available to them 

1 Inclusion International: Survey of Inclusive Employment 1996. 
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the broadest range of work/employment options. Ta/JIe 3 (i) outlines the possi
ble range of work /employment options in terms of the type/location of employ
ment and the status of workers/ employees in each setting or any combination 
of these options. It should be noted that the continuum or range illustrated is 
inclusive of the work and employment options which currently exist, and those 
that should in the hlture exist as part of the labour market response. It also 
assumes that employees have a legal protection and enjoy the terms and condi
tions normally associated with employment. It also assumes that all workers 
rights and entitlements, especially those in sheltered and supported work, are 
defined and appropriately protected (Chapter 4). 

The continuum or range of sheltered and supported employment and work 
options to be equally inclusive of people with disabilities should include the fol
lowing as illustrated in Table 3 (i). 

1. full time sheltered employment 

2. Part time sheltered employment 

3. Full time sheltered work 

4. Part time shel tered work 

5. Full time supported employment 

6. Part time supported employment 

7. Full time supported work 

8. Part time supported work 

9. A combination of sheltered and supported employment 

10. A combination of sheltered and supported work 

11. Attendance on a full or part time basis at centres supplying sheltered work 

12. A combination of any of the above, with other opportunities such as recre
ational and cultural programmes, voluntary unpaid work, participation in 
community schemes or opting not to work for part of the week. 
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Table 3 (i) Range of Employment and Work Options 

EMPLOYMENT SETIING 

Public Enterprise 

Private Enterprise 

Social Economy: 

- FAS Community Employment Scheme 

- Part-time lob Opportunities Scheme 

- Social Enterprise 

- Co-operative 

EMPLOYEE! WORKER STATUS 

Full-time permanent 

Full-time temporary 

Job-sharing 

Temporary part-time 

Temporary full-time 

Contract/Pieceyvork 

Part-lime Occasional 

Open Competitive 
Employment -

without supports 

• 
• 

• 

• 
• • 
• • • • 

Supported 
Employment! 

Workl 

• 
• 
• • • • 

• • • • 
• • • 

Sheltered 
Employment! 

Work 

• 

• • 

• • • • 
• • • 

Self -
Employed 

• 

• 

• 

Voluntary 
Unpaid Work' 

• 

• 

• • 
• • 

2 Supports can include: Employment Support Scheme(ESS), Workplace Equipment Adaptation Grant Scheme, A Job-Coach, also known as a facilitator or a Key Worker. 
3 Voluntary work is often used to gain work experience. 



3.2 The Terminology of Sheltered & 
Supported Employment & Work 

Several submissions recommended that terminolO!,'Y be clarified and if possible, 
alternative terms be used to describe sheltered employment and sheltered work. 
In our detailed discussions of the difference between work and employment we 
have found it difficult to agree satisfactory alternatives. We recomnlend that 
pending suitable agreed alternatives, the following terminology be used to dis
tinguish sheltered and supported employment and sheltered and supported 
work. 

Current Terminology Proposed Terminology 

Sheltered Employment, P.E.P., Blinderalt Social Enterprise 

Sheltered Employees Social Enterprise Employees 

Sheltered Workshops, long term training Sheltered Work Centres 

Workers, long term attenders/trainees Sheltered Workers 

Supported Work Supported Work 

Supported Employment Supported Employment 

Social Enterprise Centres and Sheltered Work Centres may stand alone or be 
combined in one location or region depending on the work and employment 
needs of people with disabilities in that region. 

3.3 Determination of Need 
In trying to determine what is a reasonable level of sheltered employment, shel
tered work, supported employment and supported work for Ireland, we have 
examined the extent of provisions in some other developed countries. The rate 
per thousand of population varies widely from country to country. The rates 
quoted apply to sheltered employment only. 

Table 3 (ii) - Number Of People In Sheltered Employment Per 1,000 Of 
Population 

Country Number of sheltered employees Per 1,000 population 

Holland 80,000 5.3 

Sweden 38,000 4.6 

Belgium 16,000 1.6 

Denmark 6,700 1.3 

Britain 16,500 0.3 

Many countries such as Holland and the USA are beginning to scale down the 
numbers of workers in their, very often, large sheltered workshops and are plan
ning a more balanced provision as between sheltered, open and supported 
employment. It should be noted that in addition to the numbers of sheltered 
employment places provided, all countries provide a range of sheltered 
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workshops for people whose productivity is lower than those in sheltered 
employment, or who have special needs requiring high levels of support. 

Currently in Ireland: 

7,900 people with disabilities attend sheltered workshops. 

300 people with disabilities are in sheltered employment. 

360 people with disabilities are in supported work. 

20 people with disabilities are in supported employment 

8,580 Total 

An additional 2,000 places will be required for persons awaiting sheltered/sup
ported services and persons exiting LU. funded training who require shel
tered/supported employment, bringing the total to 10,500 places. This total 
should be reached by the year 2004. A total of 10,500 places represents slightly 
less than 3 places per 1000 of our current population. 

3.4 The Range of Sheltered & Supported 
Employment & Work Services for the 
Period 1998 - 2004 

The committee recommends that by the year 2004 there will be: 

5,000 sheltered employment places 

1,950 sheltered work places 

3,000 supported employment places 

550 supported work places 

10,500 Total 

Some of those currently working in sheltered workshops may wish to continue 
there. People who wish to work in sheltered workshops as distinct from shel
tered employment or supported employment, should be able to exercise this 
choice. We estimate that 1,950 of the total of 7,900 people who are currently 
engaged in sheltered work may not yet be ready for, or wish to transfer to shel
tered employment. We foresee, therefore, a need for a qualitative development 
of sheltered work. 

3.5 Conversion from a Work to an 
Employment Model of Service 

In the current situation, 8,260 people with disabilities are engaged in sheltered 
and supported work and 320 people with disabilities arc engaged in sheltered 
employment, a ratio of 25: 1 sheltered work to sheltered employment. 

We are recommending 8,000 sheltered/supported employment places, and 
2,500 sheltered/supported work places by the year 2004, a sheltered employ
ment to sheltered work ratio of 3:1. 
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In making this recommendation we are influenced by the employment oppor
tunities afforded to people with disabilities in other countries in sheltered and 
supported employment. In the U.S.A. in 1996, for example, just over 30')() of 
sheltered employment places had been converted to supported employment. 
This transfer was largely influenced by parents/advocates, people with disabili
ties and employers. 

The committee recommends: 

• A seven year strategy of conversion for sheltered work, sheltered employ
ment, supported work and supported employment places. By the year 2004, 
two out of every three places will have converted from sheltered and sup
ported work, to sheltered and supported employment status. This requires a 
substantial commitment in the three year period beginning in 1998. 

The process of conversion must be carefully managed so as to ensure that no 
person with a disability is disadvantaged in terms of their service needs. In 
this regard, the figures stated should be regarded as targets. 

Conversion must encompass consumer choice based on identified ability and 
must also provide for change of the job content as necessary. 

Targets for the conversion process are given in Table 3 (ii): 

Table 3 (ii) - Annual Targets for Sheltered N Supported Work places N Sheltered N 
Supported Employment places for the period 1998 ~ 2004 

Year Sheltered Supported TOTAL: Sheltered Supported TOTAL: 
Employ. Employ. EMPLOY. Work Work WORK 

Current 
Position: 

Dec. 1997 300 20 320 7,900 360 8,260 

Dec. 1998 500 150 650 7,800 400 8,200 

1999 2,000 425 2,425 6,400 425 6,825 

2000 3,500 800 4,300 4,800 450 5,250 

2001 5,000 1,250 6,250 3,100 475 3,575 

2002 5,000 1,850 6,850 2,750 500 3,250 

2003 5,000 2,475 7,475 2,350 525 2,875 

2004 5,000 3,000 8,000 1,950 550 2,500 
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3.6 Summary and Recommendations 
People with disabilities need a continuum or range of supported and sheltered 
work and employment options which they can choose to avail of on a part-time 
or full-time basis. The terminology used to describe existing sheltered and sup
ported work and employment services is confusing. The need for sheltered 
employment places, work places, supported employment places and supported 
work places is determined for the next seven years, and annual targets for each 
service set for the period 1998 - 2004. 

Recommendation 2 
We recommend that the following terminology be used to distinguish sheltered 
employment, supported employment, sheltered work and supported work: 

• Social Enterprise (sheltered employment) 

• Sheltered Work Centres (sheltered work) 

• Supported Work 

• Supported Employment 

Recommelldation 3 
We recommend an overall provision of 10,500 sheltered and supported work 
and employment places by the year 2004. This figure represents just under 3 
places per 1000 of population. This figure comprises: 

• 5000 sheltered employment places 

• 1950 sheltered work places 

• 3000 supported employment places 

• 550 supported work places 

Recommendation 4 
We recommend that a carefully managed seven year strategy of conversion for 
sheltered work, sheltered employment, supported work and supported employ
ment places be implemented. By the year 2004, two out of every three work 
places will have converted from work to employment status. In this regard the 
figures stated should be regarded as targets. 
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Chapter Four 

Establishing a Person's Status 
and Rights within Sheltered 

and Supported Work and 
Employment 



It wOllld clearly be IIl1desirable to advocate a conti/lilli/II of optiolls for people with 
disabilities where the option to avail of slIpported or sheltered employment or work 
is olle which disregards a persoll'S rights or elltitlements ill their working life. 

4.1 People with Disabilities, Employers and 
Agencies Looking for Change 

Based on the submissions we received, consultation meetings with people with dis
abilities, and the visits undertaken by members of the committee, it is clear that 
people with disabilities, employers and service providers are looking for change. 

For People with Disabilities the key issues here include: 

• being recognised as employees and protected as workers; 

• the payment of a proper wage, both from the perspective of adequacy of 
income and the status of receiving a wage or income. 

Other submissions referred to the: 

• low but prevalent instances of exploitation and abuse particularly in 

• terms of hours of work; 

• deductions from payments to workers for reasons of 

• non-attendance and behaviour. 

A number of submissions referred to the fact that: 

• occasionally workers were asked to work overtime and at weekends for very 
little pay. 

The major concerns of the agencies currently providing sheltered work centred 
on the acknowledgement that a large number of their workers are suitable for 
sheltered employment. These agencies expressed interest in developing shel
tered employments when adequate resources are made available. 

A small, though increasing, number of employers are participating in supported 
employment and supported work initiatives. While the major issue for these 
employers is the provision of on-going support, concerns were expressed about: 

• the undefined employment status of supported work; 

• the benefits trap; 

• the fact that, despite the establishment of a satisfactory working relationship 
between the employer and the supported worker, employers in these circum
stances may be open to criticism on grounds of exploitation and abuse. 

A number of employers providing supported work indicated that with appro
priate wage subsidies and on-going funding to ensure that on job supports are 
available, these workers could become supported employees. 
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4.2 International Practice 
The legal status of people with disabilities engaged in sheltered employment in 
Britain, Holland and Sweden was examined by the committee. In each of these 
countries, persons engaged in sheltered/supported employment settings have 
employee status and enjoy the protection of employment legislation. 

The normal involvement of trade unions as well as the various social partner 
agreements in these countries have resulted in the provision of appropriate lev
els of pay and improved working conditions for sheltered employees. 

It was accepted in the countries reviewed that a smaller population of people 
with disabilities do not enjoy 'employee' status but were engaged in similar pro
visions to the sheltered work and supported work models outlined in this report. 

The International Labour Organisation is currently surveying existing terms and 
conditions in sheltered employment in addition to structures, objectives and 
activities, legislation, financial subsidies, and supervision of sheltered employ
ment. This survey will include an analysis of sheltered employees, length of 
employment and mobility; wages, careers and training, conditions of work, 
health and safety, social security; workers' rights, freedom of association, collec
tive bargaining and representation, disciplinary rules, managing conflicts and 
the role of labour inspectorates. 

4.3 The Need for a Legal Framework 

Both from the perspective of people with disabilities and employers, govern
ment policy is needed to set down an appropriate legal framework to recognise: 

(i) Sheltered employment (Social Enterprise Employment) and 
sheltered employees; 

(ii) Supported employment as a valid option in the open labour 
market; 

(iii) Sheltered work and workers attending sheltered work centres, and 

(iv) Supported work and supported workers. 

4.4 Providing a Legal Framework for the 
Operation of Sheltered Employment 
(Social Enterprise) 

Appropriate arrangements should be made to ensure that all Sheltered 
Employments (Social Enterprises) are recognised by and comply with legislation. 

Ultimately, all people with disabilities in sheltered or supported employment 
settings should be accorded the rights and status enjoyed by any employee in 
the open labour market. This recognition of Rights presents a serious challenge 
to both the policy makers and existing Service Providers in terms of both atti
tude and funding. 
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The committee recommends that sheltered (Social Enterprise) employees should 
be deemed 'employees' with equivalent status to open labour market employees 
and within the accepted definition of employee as it applies in current employ
ment legislation. 

Employees fall into two categories: 

Full-time employees: In general, people who are employed enjoy a status which 
contributes to self worth, a sense of dignity, self respect and the respect of oth
ers in both the workplace and in society, as well as economic independence. 
This employment status is protected by a range of employment and training 
rights and entitlements under current (and impending) employment legislation. 

Part-time (Atypical) employees: Up to 1988 regular part-time workers in 
Ireland were Ilot covered under legislation. Following the acknowledgement 
that these workers should have equal rights and pro-rata entitlements and the 
subsequent inclusion of this group within existing employment legislation, 
(subject to an 8 hour per week threshold and a 13 week service qualification 
period), it is noteworthy that part-time work has continued to increase rapidly. 

In addition, the workforce includes a growing number of Contract (Atypical) 
Workers: for an increaSing, though still small population, there are few legisla
tive protections, though they are generally accepted as employees earning a 
wage. 

The quality and nature of employment and the potential Labour Market for the 
general population as well as people with disabilities is changing rapidly. The 
major growth in employment, in response to demands for fleXibility, has includ
ed significant increases in regular part-time temporary and contract work which 
has major implications for the legislative basis which protects employees in 
what is referred to as 'atypical work'. 

The major issue of security of employment for contract workers in the face of 
demands for fleXibility at the workplace has fuelled a debate about the intro
duction of minimum standards in workplaces, including the extension of 
employment legislation to cover atypical workers. 

It is to be noted that: 

(i) people with disabilities in sheltered and supported employment fall into 
each of the categories of employment outlined i.e. full-time, part-time and 
contract work, and 

(ii) many people with disabilities enjoy full rights and employment 
status in the open labour market at the moment. These workers 
include people with disabilities employed in the Public Service, the 
private sector, supported employment, Blindcraft and the 
P.E.P. 
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4.5 Sheltered (Social Enterprise) Employees -
Rights and Entitlements 

Sheltered employees would be entitled to: 

• equal pay 

• equal opportunities 

• safe and healthy working environment 

• negotiated mode of wage and pay slip 

• written statement of terms and conditions of employment 

• maternity leave 

• time off for ante and post natal care 

• adoptive leave 

• statutory redundancy 

• protection against unfair dismissal 

• protection against dismissal resulting from pregnancy or trade union 
involvement and activity 

• arrears of pay, holiday pay and other awards if employers become insolvent 

• a vote in election for worker directors in State enterprises 

• a vote in election for member/trustees of pension schemes. 

4.6 Wages in Sheltered Employment 
Many of the submissions received by the committee strongly advocated the 
need for a minimum wage. Internationally, minimum wages in sheltered 
employment where workers enjoy employee status, are paid on the basis of a 
proportion of the National Minimum or Average Industrial Wage. 

In considering a minimum wage for sheltered employees, we are aware that 
some workers will be unable to work sufficient hours during the week to provide 
them with a decent standard of living. 

Some people will require financial assistance to enable them to undertake per
sonal development programmes, educational programmes or intensive re-train
ing, on an occasional or ongoing basis. In addition, a sizeable number of people 
with significant disabilities will require support to offset their costs of disability. 
Within a new Continuum of Options, people working in sheltered (Social 
Enterprise) employment or in supported employment will derive their income 
in a number of ways, for instance: 
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• minimum wage or 'going rate' per hour for hours worked; 

• part payment of a disability/unemployment allowance; 

• funding for education or personal development retraining programmes; 

• payment of a cost of disability allowance. 

The Committee recommends: 

• The introduction of a Minimum Wage to employees in sheltered (Social 
Enterprise) employment. The minimum wage level should take account of 
existing JLC rates or other appropriate national instruments. 

4.7 The Introduction of Minimum Standards 
Contracts for Sheltered Employment 

The committee believes the introduction of a Minimum Standards Contract for 
persons in sheltered employment would be a pro-active and necessary measure. 
A precedent for the introduction of Minimum Standards Contracts has already 
been established through the Joint Labour Committee structure. To introduce 
such a contract would mean that basic rights and entitlements would be 
enjoyed by sheltered employees. The introduction of Minimum Standards 
Contracts should be part of the overall operating Standards of Sheltered 
Employments (Social Enterprises). 

The Minimum Standards Contracts should cover: 

• Minimum wage levels including the principles of over-time payments subject 
to the terms of the Payment of Wages Act 1991; 

• The provision of a written statement of Terms and Conditions of 
Employment in compliance with the Terms of Employment Act 1994. This 
statement would include wages, hours of work and holiday entitlements; 

• Full compliance with health and safety legislation in accordance with the 
terms of the Safety, Health and Welfare at Work Act 1989; 

• The adoption of Maximum Opportunities Policies which would commit the 
Employer to providing the necessary inputs to maximise the potential of a 
sheltered (Sbcial Enterprise) employee. This would include the provision of 
training, education or personal skills inputs based on the needs of the 
individual. 

4.8 Wages, Terms and Conditions for 
Supported Employees 

People employed in supported employment should be paid the 'going rate' for 
the job, or an hourly rate if they work less than the full week. To make up for 
any significant shortfall, resulting from reduced performance by a supported 
employee, employers should receive a subsidy. 
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The reduced performance should be assessed jointly by the subsidising agency, 
the employer and the employee, and the level of financial subsidy agreed. A sim
ple procedure for the determination of the level of wage subsidy is required and 
three broad bands of wage subsidy, high, medium and low, are proposed. In 
addition to a wage subsidy, the employer should also be entitled to various sup
ports including the services of a job coach, grants or tax incentives for the adap
tation of premises and the purchase of equipment, and so on. 

In respect of all other terms and conditions of employment an employer should 
be expected to comply with the existing employment legislation and to ensure 
that employees with disabilities are afforded equal terms and conditions of 
employment with all other employees. 

The Committee recommends: 

• that all employers pay the 'going rate' for the job to those who are in sup
ported employment and that a wage subsidy be provided to employers to off
set any reduced performance by a person due to disability. Supported 
employees should be afforded equal terms and conditions as other employ
ees in that employment. 

4.9 A Contract of Work for Sheltered and 
Supported Workers 

The committee recommends the introduction of a contract of work for sheltered 
and supported workers which would include: 

• The payment of an hourly rate for the tasks performed, agreed with the indi
vidual and appropriate to the performance of such a person. Such payments 
to be altered only by agreement with the person involved or their advocates. 

• The provision of a written statement of Terms and Conditions of Work tak
ing account of the work and personal development needs of the individual. 

• Full compliance with health and safety legislation in accordance with the 
terms of the Safety, Health and Welfare at Work Act 1989; 

• The adoption of Maximum Opportunities Policies which would commit the 
Employer (Provider of work) to providing the necessary inputs to maximise 
the potential of a Sheltered or Supported worker. This would include the pro
vision of appropriate and relevant work-related training, education or per
sonal skills inputs based on the needs of the individual. 

The Committee recommends: 

• the introduction of a Contract of Work for sheltered and supported workers 
which clearly outlines the relationship between the worker and employer 
(provider of work) and the specific terms and conditions of work. The Work 
Contract would take account of both the work and continuing personal 
development needs of the individual. 

It is clear that the proposals of the committee in relation to the legal considera
tions outlined in this Chapter represent a radical departure from current prac
tice in respect of sheltered employment, sheltered work and supported work. It 
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is also clear that implementation of the recommendations is conditional on the 
provision of adequate funding. 

4.10 Summary and Key Recommendations 
This chapter recognises that people with disabilities will only enjoy equal status 
in the labour market when they are indeed equal. It proposes a legal framework 
which for the first time in Ireland would recognise sheltered and supported work 
and employment options for people with disabilities as legitimate employments 
within the labour market. The chapter proposes that people with disabilities in 
sheltered employment would be acknowledged as employees in labour policy 
and legislation. The introduction of a minimum wage and a minimum stan
dards contract for sheltered employees is also discussed. Sheltered workers who 
currently enjoy no employment rights or entitlements should be provided with 
a contract of work. The chapter also recognises that the future success of sup
ported employment is dependent on supported employees being treated equal
ly in the labour market in relation to employment terms, conditions and pay. 

Recommendation 5 
The committee recommends employment legislation be amended to recognise shel
tered employment, supported employment, sheltered work and supported work. 

Recol11/11e1ldativn 6 
Persons with disabilities in sheltered employment should be accorded the status 
of employee and protected by employment legislation. 

Recommendation 7 
Employees in sheltered employment should be paid a minimum wage. In setting 
a minimum wage, account should be taken of existing JLC rates or other appro
priate national instruments. 

Recommendation 8 
Minimum Standards Contracts should be introduced for persons in sheltered 
employment. 

Recommendation 9 
Persons in supported employment should be paid the going rate for the job by 
their employers. 

Recommendation 10 
A wage subsidy should be paid to employers to offset any reduced performance 
of supported employees due to disability. 

Recoml11e11dation 11 
Supported employees should be afforded equal terms and conditions to other 
employees in that employment. 

Recommendation 12 
The introduction of a Contract of Work for sheltered and supported workers 
which clearly outlines the relationship between the worker and employer 
(provider of work) and the terms and conditions of work. The work contract 
would take account of both the work and continuing personal development 
needs of a worker. 

This Recommendation should be taken in conjunction with Recommendations 
23 and 24. 
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5.1 The Case for Change -
Weaknesses of the Current System 

Under current arrangements, the Department of Health and Children has over
all responsibility for the training and employment of people with disabilities. 
Inevitably under this administrative arrangement, a largely specialist and segre
gated system of provision has developed. While recognising developments 
which have occurred under the aegis of the Department of Health and Children, 
we also recognise that the current arrangement: 

• leads to public perception of disability as ill-health, thereby contributing to 
employer prejudice and public misconception; 

• limits access for people with disabilities to mainstream training and employ
ment services. 

• is inherently discriminatory and contravenes equality concepts as they are 
accepted in Irish Society; 

• results in funding for employment and training services competing with 
funding for general medical services; 

• provides little funding for sheltered and supported employment; 

• is based on provision of services by agencies, many of which have emerged 
and developed to provide 'care' rather than 'employment'. 

The key criticism goes beyond funding, to the fact that a government 
Department of Health and Children is not the appropriate Department to have 
responsibility for training and employment services, business development and 
job creation. 

Recognising that disability is a social issue rather than a medical issue and tak
ing account of the principle of mainstreaming adopted by the Commission on 
the Status of People with Disabilities, we support their recommendation that 
"Overall responsibility for the vocational training and employment of people 
with disabilities should be assigned to the Department of Enterprise, Trade and 
Employment." 

5.2 Commitments to Change 
A number of far-reaching recommendations on disability issues are made in the 
Report of the Commission on the Status of People with Disabilities. The Report 
identifies the need for more focused and integrated policy planning and service 
delivery across a number of Departments. The Report made a number of recom
mendations on how a more integrated and seamless service could be achieved, 
through increased co-ordination and the establishment of new structures. 

The recommendation to transfer responsibility for employment and training to 
the Department of Enterprise, Trade and Employment was echoed in a significant 
number of submissions to this committee and at the consultation meetings. 
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Partnership 2000 contains the commitment that 'Training and Employment 
Policy in respect of people with disabilities will be pursued as part of the overall 
national strategy for employment growth. Regard will be had to the 
Recommendations of the Advisory Group on Training for the Disabled' when 
determining the institutional arrangements necessary to achieve this objective. 
In particular, consideration will be given to the allocation of the relevant func
tions between the Department of Enterprise, Trade and Employment and the 
Department of Health and Children as part of the process of mainstreaming 
employment policy for people with disabilities'. 

5.3 Planning and Organising an 
Appropriate Framework 

The organisational framework required to deliver the Continuum of Sheltered 
and Supported Employment and Work Options outlined in this Report must 
focus on the rights of all people with disabilities to access training and employ
ment opportunities, and any related services in accordance with their needs and 
choices. 

The challenge we face is to ensure that we establish and develop an organisa
tional framework which: 

(i) places the needs and preferences of people with disabilities as the focus. 

(ii) involves people with disabilities, parents and advocates in policy 
making and delivery of services; 

(iii) achieves effective access for people with disabilities to appropriate 
employment and training opportunities; and 

(iv) facilitates the maximum independence of people with disabilities. 

The rights of people with disabilities to participate in the mainstream of society 
must be the core consideration in any re-configuration of training and employ
ment services. In this context, the committee is conscious of recent develop
ments such as the StrategiC Management Initiative, a customer focused pro
gramme within the public service. It is agai nst this background that a main
stream framework is proposed for the delivery of sheltered and supported work 
and employment services for the future. 

The current organisational structures for the delivery of key public programmes, 
services and supports affecting the general population is reflected by naming a 
key 'post-holder' to co-ordinate and deliver the services it is charged with, e.g. 
the Department of Education and Science has responsibility for education, the 
Department of Enterprise, Trade and Employment is responsible for each of 
those portfolios, the Department of Public Enterprise is responsible for trans
port, energy and communications, and so on for each Department. 

The existing organisational structures enable considerable expertise to develop 
and the delivery of as comprehensive and efficient a service as public funding 
will permit. 

The Department of Health's 'Advisory Group on Training for the Disahled' is expected to 
issue a policy statement shortly. 
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The high and rising level of unemployment amongst people with disabilities, 
including those who would avail of employment opportunities given the appro
priate supports, has never been addressed in an integrated or strategic way. 

The implementation of the recommendations in this report will require inte
grated comprehensive strategies and dedicated resources in and across govern
ment Departments. In the future, when each government Department responsi
ble for implementing aspects of disability policy has appointed a key 'post-hold
er', we can expect that services for people with disabilities will be delivered in a 
more focused and co-ordinated manner. 

S.4 The Role of the Department 
of Enterprise, Trade and Employment 

The Department of Enterprise, Trade and Employment is responsible for: 

• preparing people for employment through training; 

• encouraging expansion and fostering new business opportunities; 

• supporting restructuring programmes to safeguard existing jobs; 

• monitoring employment trends and sectoral development; 

• enforcing the legislative provisions safeguarding employee rights. 

In fulfilling this role the Department has developed considerable expertise and 
has introduced a number of programmes specifically to tackle unemployment, 
especially long-term unemployment. 

These targeted programmes have addressed problems such as educational disad
vantage, gender discrimination and skill deficiencies for thousands of people 
within the population of people who are, or who may be at risk of becoming 
unemployed. This Department has also supported employment measures intro
duced by the Department of Education and Science and the Department of 
Social, Community and Family Affairs. 

It is particularly noteworthy that considerable additional resources have and are 
being allocated to reducing national unemployment. While people with dis
abilities, have in recent years been nominally included in a number of these 
measures, they are not, in reality, participating in significant numbers in any of 
them. It is inherently discriminatory to exclude people with disabilities from 
general labour market poliCies and measures adopted to increase general 
employment opportunities. 

The reasons for the low level of participation by people with disabilities in main
stream services are many. One of the reasons is due to a lack of awareness and 
understanding of disability and how to go about including people with disabil
ities in SOCiety. Most of the teachers, trainers and other key personnel in the edu
cation, training and employment arenas have little, if any, experience of meet
ing, teaching or training people with disabilities. 

The committee recommends that a comprehensive programme of disability 
awareness and equality training should be available to educators, trainers and 
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representatives of the social partners and the public service, representing train
ing and employment services_ People with disabilities should be involved in the 
design and delivery of this training. 

To achieve real progress in bringing about the radical changes required to enable 
people with disabilities to participate equally in the labour market, changes in 
the existing poliCies and service delivery structures are needed. 

The committee recommends that the Department of Enterprise, Trade and 
Employment should be responsible for employment and training services for 
people with disabilities, including sheltered and supported employment/work. 

In the context of this Report, this would clearly indicate the need to develop the 
expertise within the Department of Enterprise, Trade and Employment in the 
specific area of sheltered and supported employment/ work. 

The committee recommends: 

• Labour market policy and practice should achieve full inclusion of people 
with disabilities in all aspects of employment and training by the year 200S 

• As an interim measure a dedicated structure should be established within the 
mainstream of training and employment services with responsibility for lead
ing and integrating training and employment poliCies for people with dis
abilities in the mainstream. 

In making these recommendations the Steering Committee is acknowledging 
that any re-organisation of the current mainstream and specialist arrangements 
should be done in a planned and phased manner to meet the needs of people 
with disabilities. 

Adaptations and new services are reqUired across all other Departments (Health 
and Children, Education and Science, Social, Community and Family Affairs 
and Public Enterprise) to provide the supports necessary to facilitate the inte
gration of poliCies and services addressing the employment and training needs 
of people with disabilities under the Department of Enterprise, Trade and 
Employment. 

In practice, the committee believes that ensuring an effective and improved ser
vice for people with disabilities will require: 

• a full understanding and engagement of the concepts and practice around equal
ity of opportunity and equality of participation for people with disabilities; 

• engaging additional services t6 those provided by mainstream agenCies as 
appropriate; and 

• ensuring that suitable adaptations to mainstream services are implemented 
to meet the necessary and diverse needs of people with disabilities. 

The committee recommends that: 

• specialist agenCies which have proven expertise in providing appropriate, 
high quality services to people with disabilities support the integration of 
people with disabilities in the mainstream by providing expertise and addi
tional supports for the transition, as required. 
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It is most important that in implementing the proposed changes, that the 
process of conversion must be carefully managed so as to ensure that persons 
with disabilities are not disadvantaged in terms of their service needs. 
Conversion must encompass consumer choice based on identified ability. In this 
regard the figures should be regarded as targets. 

5.5 Additional Supports 
While acknowledging that the principal responsibility for employment and 
training rests with the Department of Enterprise, Trade and Employment, there 
is an obvious and important support role within the Continuum of Options for 
a range of inclusive services to be provided by various government Departments 
for people with disabilities who are in employment, seeking employment and 
unemployed. 

Departmel1t of Health alld Childrell 
For many people with disabilities the option of occasional or part-time work is 
ideally suited to their individual circumstances. To enable people in this situa
tion participate to the extent that they would choose to, the Department of 
Health and Children should provide a range of services which supports people 
who wish to participate within the Continuum of Sheltered and Supported 
Work and Employment Options. Such services would typically include occupa
tional therapy, medical attention, physiotherapy, psychological supports, the 
provision of aids and appliances for independent living. 

Department of Edllcation and Sciellce 
The participation of the Department of Education and Science within their adult 
education programme should be on the basis of meeting the educational needs 
of people with disabilities either in or awaiting sheltered or supported work and 
employment. 

Departmellt of Social, Commllnity & Family Affairs 
The committee welcomes the transfer of the payment of Disability Allowance to 
the Department of Social, Community and Family Affairs and is aware that this 
allowance is currently being reviewed. In the context of this report a number of 
issues around the Benefits Trap, directly concern the Department of Social, 
Community and Family Affairs. 

The committee fully supports the Recommendation of the Commission on the 
Status of People with Disabilities to introduce a 'Costs of Disability 
Allowance'. SUch an allowance would be established as a permanent or tem
porary entitlement depending on the nature of the disability. Other sections 
of this Report make direct recommendations in relation to improving the 
income of the population of people with disabilities currently caught in a ben
efit trap - mostly those who are engaged in sheltered or supported work in the 
open labour market. 

Department of Public Enterprise 
The urgency of resourcing the introduction of accessible transport for people 
with disabilities cannot be over-emphasised. For many people with disabilities 
likely to be affected by this report their participation in sheltered and support
ed work and employment is totally dependent on access to transport. The com
mittee recommends that transport should be available to all persons with dis
abilities who choose work or employment in the sheltered and supported 
options outlined in this report. Transport is an essential support. 

42 NRIl ElIlpluylllellt Ciwl/ellge.\ fiJf IIll' Mil/<'IIlIilllll 



5.6 A Framework for the Delivery of Training 
and Employment Services for People with 
Disabilities, Including Sheltered and 
Supported Work and Employment 

The committee recommends the proposed structure within the Department of 
Enterprise, Trade and Employment should comprise a national policy and co
ordination unit within the 'Department, together with service delivery and co
ordination structures at regional and local level. 

The responsibilities of this structure in relation to sheltered and supported work 
and employment would include: 

• ensuring the active participation of people with disabilities at national, 
regional and local level; 

• the development of an operational plan for the delivery of the continuum of 
sheltered and supported work and employment services outlined in this 
report. 

• the development of a Business Advisory Unit with responsibility for the 
development of sheltered work activities, sheltered employments and mar
keting of their products and services. 

• Disability proofing all employment and training poliCies to ensure the inclu
sion of people with disabilities who require sheltered and supported work 
and employment. 

• to provide funding for the delivery of sheltered work, supported work, shel
tered employment and supported employment; 

• to set and monitor standards for sheltered work, supported work, sheltered 
employment and supported employment; 

• to make arrangements for the training of people with disabilities for sheltered 
and supported employment; 

• to explore the potential of preferential contracts for sheltered work centres 
and sheltered employment; 

• to pilot innovative and national demonstration projects in sheltered and sup
ported work and employment. 

• the identification of sheltered and supported work and employment needs. 
Co -operation with the Disability Support Service proposed in Equal Status 
will be vital on this matter. 

• making arrangements for the delivery and co-ordination of servkes to meet 
needs. 

• setting and monitoring annual targets for the delivery of sheltered work, 
sheltered employment, supported work and supported employment places. 
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• to ensure the co-ordination, development and delivery of support services to 
persons in sheltered and supported work and employment - e.g. educational 
programmes, health care needs, transport. 

• providing a range of supports to employers, including wage subsidies and 
grants for the adaptation of premises and equipment. 

• working with training and employment agencies (e.g. Area Partnerships, 
County Enterprise Boards) to ensure their inclusion of people with disabilities. 

• consultation with people with disabilities, parents/advocates, the social part
ners and service providers. 

The steering committee is of the view that existing structures can be adapted 
and re-orientated to deliver this structure under the Department of Enterprise, 
Trade and Employment. The existing expertise of the Department of Enterprise, 
Trade and Employment in business development and employment creation 
should also be made available. 

5.7 Summary and Recommendations 
The core principle of this chapter is to enable people with disabilities to have the 
right of access to all the employment and training supports available through 
the mainstream organisational structures i.e. Government Departments, 
National, Regional and Local Employment and Training Structures, Local 
Economic Development Structures and so on. 

The key objective as set out in this chapter is to bring the existing specialist 
vocational training and employment services for people with disabilities within 
the mainstream, incorporating the existing specialist expertise. 

Finally, we are proposing that an Interim Operational Framework be put in 
place, nationally, regionally and at local level. The objective of this interim 
arrangement is to ensure that the transition takes place smoothly while main
taining, as a minimum, the status and dignity afforded to people with disabili
ties by existing services. During the life of this interim arrangement, it is expect
ed that substantial improvements in services to people with disabilities will be 
introduced with a planned and phased conversion from segregated to main
stream arrangements. 

Recommendation 13 
A comprehensive programme of disability awareness and equality training 
should be available to educators, trainers and representatives of the social part
ners and the public service representing training and employment services. 
People with disabilities should be involved in the design and delivery of this 
training. 

Recommendation 14 
The Department of Enterprise, Trade and Employment should be responsible for 
employment and training services for people with disabilities including shel
tered and supported employment and work. 
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Recol/1mendation 15 
Labour market policy and practice should achieve full inclusion of people with 
disabilities in all aspects of employment and training, by the year 200S. 

As an interim measure a dedicated structure should be established within the 
mainstream of training and employment services with responsibility for leading 
and integrating training and employment policy and services for people with 
disabilities in the mainstream. 

Recommendation 16 
Specialist agenCies which have proven expertise in providing appropriate high 
quality services to people with disabilities should support the integration of peo
pic with disabilities in the mainstream by providing expertise and additional 
supports for the transition. 

Recommendation 17 
Transport should be available to all persons with disabilities who choose work 
or employment in the sheltered and supported options outlined in this report. 

Recommendation 18 
The proposed structure within the Department of Enterprise, Trade and 
Employment should comprise a national policy and co-ordination unit within 
the Department, together with service delivery and co-ordination structures at 
regional and local level. 

NRB Employment C/w/lellges for ti,e Mi/lenniulI/ 45 



46 NRB Employmellt C!/(/I/ellse" (or tile Mil/mllillm 



Chapter Six 

Pol icy into Practice -
Managing Conversion to a Range 
of Sheltered and Supported Work 

and Employment Options 

; 
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Research shows that people with a disability can work if they receive the appro
priate supports. The success of persons with a disability in the labour market is 
related to the supports they receive, not the level of disability.' The basic pre
requiSites for the achievement of equality of opportunity in employment must 
therefore, include the following elements: 

• an awareness-raising of the knowledge, skills and capacity of people with dis
abilities; 

• a labour market which is inclusive of people with disabilities; 

• legislation, policy and institutional arrangements which are non-discriminatory; 

• services and supports for people with disabilities to afford them equality of 
opportunity to participate in the labour market. 

On the basis of our current good economic performance, our national policies in 
respect of disability and equality, our intentions such as those outlined in 
Partllersilip 2000, and our experience of providing training and employment 
opportunities for people with disabilities, it appears we are well placed to put a 
range of sheltered and supported work and employment models into practice. 

The committee uses the term 'conversion' to describe the process of converting 
places in the current system, mainly sheltered workshop places, to sheltered 
employment, supported employment, or supported work, resulting in a sub
stantially reduced number of high quality sheltered workshop places. 

The committee identified the critical elements of the conversion process as: 

• Planning 

• Funding 

• Choice 

• Standards for sheltered employment, sheltered work, supported 

• Employment and supported work. 

• Employee/worker support. 

• Access to sheltered/supported employment. 

• Employer supports 

• Development of sheltered enterprises. 

6.1 Planning 
International experience has shown that the concept of conversion is easy to 
understand and difficult to implement. This is primarily becau'se the process 
requires organisational change, new structures, additional finance, new roles for 
staff and different expertise than may currently be available. 

I Diane Richler. "/\ National Benefit for Persons with a Disability: Developing an Intt'grated Income 
Support Plan to Enhance Labour Force and Social Participation". Can,HJa: December, 1996 
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The committee recommends the development of an operational plan for the 
conversion process which observes the targets set by this committee for the peri
od 1998 - 2004. Responsibility for the delivery of the plan will rest with the pro
posed local, regional and national level structure in the Department of 
Enterprise, Trade and Employment. 

6.2 Funding 
The funding requirements for the future provision of sheltered employment, 
sheltered work, supported employment and supported work are outlined in 
Chapter 7. In the first instance, the Department of Enterprise, Trade and 
Employment should outline specific models or aspects of service which it 
wants piloted or demonstrated. Service providers should be invited to tender 
for such national pilot/demonstration projects. This system where govern
ments identify and fund specific pilot and demonstration projects works well 
in the U.S.A. and Canada, where up to S'Yt, of the overall service budget is allo
cated to pilot and demonstration projects annually. Additional support and 
expertise should be provided to these projects. The operational plan outlined 
in the previous section should be linked to funding with bonus payments 
being paid to service providers who reach targets within the specified time 
frame. 

The committee recommends that: 

• funding be made available for national pilot and demonstration projects to 
test specific models or aspects of sheltered employment, sheltered work, sup
ported employment and supported work. 

• funding should be linked to the delivery of services to agreed targets/places 
in sheltered employment, sheltered work, supported employment and sup
ported work. 

• incentive payments should be made to service providers who reach targets 
earlier than the specified time frame. 

6.3 Choice 
To ensure that people with disabilities make informed choices between the 
range of sheltered and supported work and employment options, we 
recommend that: 

• they have ready access to ongOing occupational guidance and assessment services. 

• people in sheltered and supported work and sheltered employment should be 
directly involved in regular reviews of their progress and individual pro
gramme planning. 

• people with disabilities/their parents or advocates choose the service or range 
of services that best meets their needs. 

In so choosing, some people may opt to divide their work time over a range of 
options, e.g. between sheltered work and supported work, or between shel
tered employment and supported employment. Some people may choose 
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work or employment as a part-time option only. The remainder of their time 
might be spent at leisure, education, personal development programmes and 
so on. 

6.4 Standards for Sheltered Employment, 
Sheltered Work, Supported Employment 
and Supported Work 

Currently the standards of sheltered employment, sheltered work, supported 
employment and supported work are largely a matter for the service provider. 
Historically, few people with disabilities have complained of low standards in 
work and employment services. The expectations of people with disabilities 
have rightly become more demanding in recent years. To ensure that sheltered 
and supported work and employment services meet the highest operating stan
dards, we recommend that: 

• national operating standards for sheltered employment, sheltered work, sup
ported employment and supported work be set and monitored. 

• the introduction of a national system of accreditation for sheltered work
shops and sheltered employment. 

The committee considers that NRB's system of accreditation of vocational train
ing centres and 51/95, the Standard for Vocational Training, would serve as 
appropriate working models in developing accreditation and standards for shel
tered and supported work and employment. 

The application of standards will have immediate implications for sheltered 
workshops. The steering committee visited a number of fine examples of shel
tered workshops, a number of which have potential to develop further and to 
provide sheltered employment opportunities. 

However, a number of sheltered workshops will require investment to upgrade 
to minimum operating standards level. 

6.S Employee/Worker Supports 
The critical variables for success in creating real employment opportunities for 
people with disabilities are 'opportunity' and 'support'. Equality of opportunity 
is essential to enable people with disabilities to acquire a job. 

The Report of tile Task Force all LOllS Terlll UllelllpfoYlIlellt (December 1995) recog
nised the need for positive discrimination measures in favour. of those at a par
ticular disadvantage in the labour market. Measures like the Employment 
Support Scheme (ESS) have proved their cost effectiveness in getting people off 
long-term state supports and into employment. 

International experience has demonstrated that the key to success in retaining 
employment in either supported or sheltered settings is the availability of sup
ports. The range of supports required by employees will differ according to their 
needs. 
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Typical supports required include: 

• technical supports - e.g. specific skill training, workplace/equipment 
adaptations, etc. 

• financial supports - e.g. employer subsidies, benefits + an earnings allowance. 

• personal supports - e.g. personal, recreational and social programmes, career 
planning, etc. 

• on site personnel - e.g. job coaches, support worker, job facilitator, 
co-workers, etc. 

We recommend that: 

• a comprehensive range of technical, financial, personal and on-site supports 
be made available to persons in sheltered and supported work and employ
ment. 

• personal development programmes be available to all sheltered and support
ed workers/employees who need them. 

Personal development programmes may be formally or informally structured 
and delivered as part of the personal development ethos of sheltered employ
ment and sheltered work facilities. 

However, where individuals have a need for intensive personal effectiveness and 
personal development training, they should be able to avail of the training 
inputs in programmes such as the Training Opportunities Programme (TOPS) or 
similar programmes, which have an emphasis on personal development. These 
programmes provide individuals with opportunities to acquire the knowledge, 
skills, attitude and experience to operate more effectively in all aspects of daily 
living. People who are in sheltered work/employment or supported employment 
and who require further, more intensive personal development inputs should be 
facilitated to attend such programmes on a full or part time, day or night release 
basis. 

6.6 Access to Sheltered and Supported Work 
and Employment 

In Great Britain, France and Holland, to be eligible for entry to sheltered 
employment, a potential employee has to be able to achieve a minimum pro
ductivity level. From our research and visits to other countries, we are of the 
view that in many instances relatively few people with significant levels of dis
ability are employed in sheltered employments. 

We are of the view that, rather than fixing rigid pre-determined maximum and 
minimum levels of productivity, as part of the entry criteria for sheltered and 
supported work and employment, a flexible approach should be adopted. 

We suggest a flexible access policy in determining eligibility for sheltered and 
supported work and employment services which takes account of the individual: 
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• level of ability (including physical and mental) to carry out the tasks/work in 
question; 

• level of social competence; 

• motivation to work. 

In suggesting this approach, we are influenced by the difficulties posed in trying 
to assess productivity, especially in the area of service employment. 

The committee recommends that sheltered and supported work and employ
ment should accommodate people with significant disabilities. 

We are also influenced by the experience of many service providers who attest 
to the fact that with appropriate induction, training inputs and overall encour
agement, many sheltered employees/workers attain higher performance levels 
than initial assessments might indicate. 

To date, people with disabilities who would benefit from sheltered and support
ed work and employment have largely been precluded from participating in ESF 
funded vocational training programmes. Placement to sheltered/supported 
employment is recognised as a legitimate outcome from training under the cur
rent Operational Programme. For the future, we recommend that vocational 
training programmes which prepare people with disabilities for sheltered/sup
ported work and employment be made available. This training should be eligi
ble for ESF funding. 

6.7 Employment Supports 
This reference to employment supports refers to employers who will be proVid
ing supported work, sheltered employment and supported employment oppor
tunities. Employer attitudes to disability and the cost of providing sheltered 
employment, supported employment and supported work will be critical factors 
for the future of these models. The committee recommends a comprehensive 
range of employer supports be provided including disability awareness training, 
wage subsidies, and financial assistance for the adaptation of premises and 
eqUipment. 

The committee views strategies for 'reasonable accommodation' by employers in 
Ireland as central to the future provision of sheltered and supported employ
ment and work. 

The Americans with Disabilities Act (1990) describes reasonable accommodation 
as: 

"allY modificatioll or adjllstment to a job or the work envirollment that will 
mabie a qllalified applicallt or employee with a disability to participate ill the 
applicatioll process or to perform essential job fllllctions. Reasonable ac(()m
I/wdation also incllldes adjllstmellts to aSSllre that a qllalified individllalwitll 
a disability has rights and privileges ill employmellf eqllal to those of employ
ees withollt disabilities. 

Examples of reasonable accommodatioll inelllde making existing facilities IIsed 
by employees readily accessible to alld IIsable by all illdividllal with a disabil-
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ity; restructllrillS a job; modifyillg work schedllles; acqlllrlllS or IIIOdifYillg 
eqllipmellt; providillS qllalified readers or illterpreters; or appropriately 1II0dify
illg exalllillatiulls, traillillg or other prograll/mes. Reasu/lable accol//lllUdatiol/ 
also may illelllde reassigllillg (/ Cllrrellt empluyee to {/ vacallt positiol/ for which 
the illdividllal is qllalified, ift/le persoll is IIl1able to do the origillal job becallse 
of a disability evell with all (/CCUllllllodatioll." 

The committee recommends the introduction of employment equality legisla
tion which requires employers to make reasonable accommodations which will 
remove barriers to the participation of people with disabilities in the workforce 
as sheltered and supported employees. 

The recommendations of the Commission on the Status of people with disabil
ities on quotas are supported by this committee (7.16,7.17,7.20). We recom
mend that sheltered and supported employment be given a particular weighting 
for the purposes of the public sector quota and any future quotas that might 
apply to the employment of people with disabilities. 

For example, such employments could be calculated as double under a quota 
scheme. 

6.8 Development of Sheltered Employment 
(Social Enterprises) 

Sheltered or social enterprises differ from other commercial organisations in that 
profit maximisation is just one of the goals of these businesses. A major goal of 
sheltered employment is to promote the inclusion of employees with disabili
ties, to enable them to maximise their potential, and to support their personal 
development needs. The concept of 'enterprise' in the Social Enterprise we pro
posed in Chapter Three as a core part of a Continuum of Options, is defined as 
ranging from a profit-making, risk-taking business concern to an income gener
ating activity which will require supports to survive. 

Unlike most other commercial ventures sheltered employment centres are likely to 
be involved in operating a number of small enterprises. As a consequence, manage
ment expertise in areas such as production and marketing is spread thinly over per
haps four or five different units, each producing quite unrelated products or services. 
This has, inter alia, implications for the potential profitability of sheltered employ
ments. 

The successful development of sheltered employment depends in large measure 
on the ability of operators to identify and promote new business opportunities. 
Existing businesses need to be evaluated on an ongoing basis so as to determine 
appropriate actions and strategies to increase market share and profitability. 
Internationally new business ventures have a very high failure rate of around 
two-thirds within the first two years of start-up. Expert appraisal and screening 
of new business ideas and proposals is essential if intolerably high failure rates 
are to be avoided. Expert advice must be available on the market prospects for 
new products and services. 

Equally important is an assessment of the quality of the management talent and 
experience available to develop and manage business projects. Advice on first 
and second phase funding is critical to the success of all business ventures. 
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In the case of sheltered employments (social enterprises) as distinct from ordi
nary business ventures, there are additional concerns which have to be 
addressed. They will, for instance, have to provide a variety of employment 
opportunities, to cater for the different ability levels of their employees. Apart 
from the provision of varied, interesting and well remunerated employment, the 
sheltered employment providers must also cater for the personal and social 
development needs of their workers. 

We concur with the recommendation contained in the Report of the 
Commission on the Status of People with Disabilities: 

"Ti,e Departmetlt of Enterprise, Trade alld EmploYlllent should establish a 
resource to advise alld assist agellcies, COllullllllities alld illdividuals to devel
op Ilew emploYIIlC/lt opportullities, illcilldillg sheltered workshops. Such sup
port shollid indllde help with market researe/I, product developmet1t, market
illg, financial tn(/{wge111ellt." (7.32) 

The committee recommends: 

• the establishment of a business advisory service to assist sheltered employ
ment providers with product identification, manufacture, costing, market
ing, business planning and management. This service should also be avail
able to sheltered workshops. 

• the existing expertise of the Department of Enterprise, Trade and 
Employment in business development and enterprise creation be readily 
available to sheltered employments and sheltered workshops. 

A large number of submissions to the committee referred to the difficulties expe
rienced by service providers in developing own products, identifying new mar
kets and securing contract work. People with disabilities and their parents/advo
cates expressed dissatisfaction with the repetitive nature of low skill contract 
work. There is increasing competition for sub-contract work in areas such as 
manufacturing, sub-assembly and packaging. In many instances automated pro
cedures have greatly reduced the need for labour. The general view expressed 
was that profit margins on sub-contract work were too low to enable operators 
to pay workers the maximum 'top up wages' allowable under current welfare 
regulations never mind pay minimum wages should the workshop convert to 
sheltered employment. Research commissioned by the committee showed that 
the average 'top up wages' paid in the eight sheltered workshops participating 
in the study was just under £ 14 per week. 

Our attention was also drawn to the difficulties experienced by sheltered work 
providers in developing business, based on the manufacture of own products. 
These difficulties include: 

• lack of seed capital; 

• difficulties in identifying and appraising new business opportunities; 

• lack of expertise in areas such as product development and marketing and 
the costs associated with 'buying in' this expertise. 

The committee was impressed with the provisions for the employment of peo
ple with disabilities in the USA which was facilitated by the passing of the 
Wagner O'Day Act UWOD 1938). Following the JWOD legislation, a Federal 
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Agency - The Committee for Purchase from People who are Blind or Severely 
Disabled - was established. 

This Committee is charged with deciding which commodities and services 
should be purchased by the Federal Government from non-governmental organ
isations providing employment for severely disabled people. This Committee 
maintains a procurement list of commodities and services which are authorised 
for purchase from these organisations. 

The jWOD Act directs this Committee to designate a central non-profit agency 
or agenCies to facilitate the distribution of government orders listed on the pro
curement list, to organisations employing the severely disabled. These organisa
tions are, in the main, sheltered workshops. 

Additionally, under the provision of the jWOD Act two non-profit organisations 
- NISH (National Organisation for Severely Handicapped) and NIB (National 
Organisations for the Blind) - were established. The main functions of NlSH and 
NIB are to provide organisations employing severely disabled people with tech
nical assistance and support, for example: 

• to provide start up loans and financial management advice 

• research and development of contract opportunities arising under the jWOD 
Act 

• contract administration 

• quality assurance 

• costing and pricing - determining fair market prices 

• production engineering and assistive technology 

• marketing and public relations 

• business management. 

We are of the opinion that, within current EU competition rules, there is scope 
for the identification of products and services which are needed by the govern
ment and it's agencies, which could be provided by organisations providing 
sheltered employment and sheltered work. 

The committee recommends that government commissions a study to identify 
a range of products and services which could be provided on a preferential con
tract basis by sheltered employments and sheltered workshops. 

In addition, the committee supports the recommendation of the C.ommission on 
the Status of people with disabilities on the use of sheltered workshop goods and 
services among organisations in receipt of state funding and public contracts. 
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6.9 Summary and Key Recommendations 
This chapter deals with the conversion of policy into practice and outlines the 
.critical elements of the conversion process for people with disabilities, service 
providers, employers and the funding agencies. 

ReCOIII1I1C11r/atioll 19 
The development of an operational plan for the conversion process which 
observes the targets set by this committee for the period 1998 - 2004. 
Responsibility for the delivery of the plan will rest with the proposed local, 
regional and national level structure in the Department of Enterprise, Trade and 
Employment and other relevant Government Departments. 

ReCOlI/lI/ellliatioll 20 
Funding be made available for national pilot and demonstration projects to test 
specific models or aspects of sheltered employment, sheltered work, supported 
employment and supported work. 

RecolI/lI/elle/atioll 21 
Funding should be linked to the delivery of services to agreed targets/places in 
each model - sheltered employment, sheltered work, supported employment 
and supported work. 

Recommelldatioll 22 
• People with disabilities who choose sheltered and supported work and 

employment options should have ready access to ongoing occupational gUid
ance and assessment services. 

• People in sheltered employment, sheltered work and supported work should 
be directly involved in regular reviews of their progress and individual pro
gramme planning. 

• People with disabilities/their parents or advocates should be able to choose 
the service or range of services that best meets their needs. 

RecolI/melldatioll 23 
National operating standards for sheltered employment, sheltered work, sup
ported employment and supported work be set and monitored. 

Recommellliatioll 24 
The introduction of a national system of accreditation for sheltered workshops 
and sheltered employment. 

RecolI/melldatioll 25 
A comprehensive range of technical, financial, personal and on-site supports be 
made available to persons in sheltered and supported work and employment. 

Recommelldatioll 26 
Personal development programmes be available to all sheltered and supported 
workers/employees who need them. 

ReCOllllllel/(iatioll 27 
Sheltered and supported work and employment should accommodate people 
with sigllificant disabilities. 
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ileCOllllllellciatioll 28 
Vocational training programmes which prepare people with disabilities for shel
tered/supported work and employment be made available. This training should 
be eligible for ESF funding. . 

ilecollllllclitilltiull 29 
A comprehensive range of employer supports be provided including disability 
awareness training, wage subsidies and financial assistance for the adaptation of 
premises and equipment. 

ileCUlIIlIIClldatiuli 30 
The introduction of Employment Equality legislation which requires employers 
to make reasonable accommodations which will remove barriers to the partici
pation of people with disabilities in the workforce as sheltered and supported 
employees. 

ReCUIIIIIICIlI/lltiull 31 
Sheltered employment and supported employment be given a particular weight
ing for the purposes of the public service quota and any future quotas that 
might apply to the employment of people with disabilities. 

ilecullllllcllciati(JIl 32 
The establishment of a business advisory service to assist sheltered employment 
providers with product identification, manufacture, costing, marketing, busi
ness planning and management. This service should also be available to shel
tered workshops. 

ileC(Jllllllelldatioll 33 
The existing expertise of the Department of Enterprise, Trade and Employment 
in business development and enterprise creation be readily available to sheltered 
employments and sheltered workshops. 

ileCUlI/lllel/(/lltioll 34 
Having regard to any legal constraints, a study to be commissioned by govern
ment to identify a range of products and services which could be provided on a 
preferential contract basis by sheltered employments and sheltered workshops. 

Elllp/oymellt Challellges For Tile Millmllillm outlines a continuum of sheltered and 
supported work and employment options that should be provided to promote 
the inclusion of people with disabilities in the labour market. We believe its 
plans are ambitious, practical and achievable by the year 2004. We are also con
fident that the vision outlined in this report will bring the situation in Ireland 
in line with international developments in sheltered and supported work and 
employment. 

In recommending a process of 'conversion' from sheltered work to sheltered 
employment, supported work and supported employment, we recognise the 
need for substantial additional funding and support to enable people with dis
abilities to succeed in the transition. Funding will be required for the provision 
of 5,000 sheltered employment places, 1,950 sheltered workshop places, 3,000 
supported employment places and 550 supported work places (10,500) as out
lined in Chapter Three. 
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Chapter Seven 

Resourcing the Full 
Participation of People with 
Disabilities in Employment 



7.1 Cost of Sheltered Employment 
The cost of providing sheltered employment per place per annum in the U.K. 
(Remploy) is £9,000, in Sweden (Samhali) £ 14,000, in the Netherlands £ 14,000 
and in Ireland (P.E.P.) £7,500. Capital costs are not available for the U.K., Sweden 
and the Netherlands. Once off capital grants were paid to P.E.P. at an average rate 
of £11,375 per sheltered employee. 

In our deliberations, it was not possible to compare costs directly as the models 
of sheltered employment varied, together with their entry criteria, range of 
products, productivity of the workforce, wage levels, marketing poliCies, and 
sales revenue. The size, geographic location and managemcnt ofthe enterprises 
is also a determinant of cost. 

The model of sheltered employment which was described in 6.8 proposes that 
sheltered employments be part of the social economy with the emphasis for 
some units on income generation as distinct from commercial viability. 

Against this background, we propose the payment of an annual subsidy per shel
tered employment place which would comprise three cost elements - wages, admin
istration costs and travel. Taking a minimum wage rate of £130 per week, capitation 
payment of £3,500 and travel costs at £520 per annum. We are therefore recom
mending the payment of a total annual subsidy of £10,780 per annum per sheltered 
employment place. 

7.2 Cost of Sheltered Work 
During our work we commissioned an examination of thc operating costs of five 
sheltered workshops in Ireland. The study recognises that the current funding of 
sheltered workshops is inadequate and that some workshops are dependent on 
fund raising to cover operational costs. In this regard, the committee welcomes 
the timely establishment by the Minister of Health in May 1997 of a group, 
chaired by a senior Department of Health and Children offiCial, to address and 
make recommendations on the long term funding for sheltered workshops 
(social enterprise centres/resource centres), in particular capitation payments to 
voluntary agenCies. The membership of the group also consists of representa
tives from the Chief Executive Officers of Health Boards, the voluntary sector 
and the National Rehabilitation Board. 

The committee recommends the payment of an annual capitation fee of £3,500 per 
person attending sheltered workshops. The cost of sheltered work will also include 
transport at £520 per annum and Disability Allowance payment at £3,510 per 
annum, bringing the cost of sheltered work to £7,530 per place per annum. 

7.3 Cost of Supported Employment 
The cost of providing supported employment will include wage subsidies, job 
coaching and an administration fee. We have allowed for an average weekly 
wage subsidy of £80 and an average weekly cost of £48 to provide a Job Coach. 
We have also included in our calculations a small administration fee of £20 per 
week, to assist agenCies provide offices, equipment and administrative support 
for their Job Coaches and for the promotion of supported employment services. 
This brings the average cost of providing supported employment to £7,696 
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per annum. The committee recommends that agencies providing supported 
employment be paid a capitation fee of £3,536 per supported employment place 
to cover the cost of job coaching and administration. 

7.4 Cost of Supported Work 
Supported workers will remain on Disability Allowance, therefore wage subsidies 
. will not be required. We envisage the cost of job coaching (£48 per week) and 
administration fees (£20 per week) will be similar to those for supported employ
ment. The cost of Disability Allowance will be £3,510 per annum and .transport 
£520 per annum. The average cost of providing supported work will be 
£7,566 per place per annum. The committee recommends that agencies pro
viding supported work be paid a capitation fee of £3,536 per supported work 
place to cover the cost of job coaching and administration. 

Table 7 (i) Projected Gross Costs of Providing Sheltered and Supported 
Work and Employment per place per annum 

Sheltered Employment £10,780 

Sheltered Work £ 7,530 

Supported Employment £ 7,696 

Supported Work £ 7,566 

7.5 Funding the Proposed Range of Sheltered 
Employment, Sheltered Work, Supported 
Employment & Supported Work 

Prior to calculating the costs of providing the continuum of sheltered and sup
ported work and employment places outlined in this report, it must be noted 
that the committee has recommended an overall provision of 10,500 places. 
Each of these people are already availing of a service (training, sheltered work
shop, sheltered employment, supported employment or supported work) which 
receives state funding and/or are in receipt of a state allowance. We estimate the 
current costs to be £62M as detailed in Table 7 (ii). 

The 320 people in sheltered and supported employment also pay income tax 
and PRSI. Many of the current services are run by health boards, therefore staff, 
operational, overhead, transport and material costs are also funded by the State. 

Depending on estimates regarding the precise numbers of people currently in 
sheltered work for whom capitation payments are made at the standard and 
higher rates and the number who do not avail of travel allowances, current State 
expenditure for 10,500 persons - See Table 7 (ii) - ranges from £59M per annum 
to £65M. 

If we take a mid-point (£62M) between these estimates, then projected funding 
requirements between 1998 and 2004 are set out in Table 7 (iii). The above fig
ure of £62M represents the minimum state funding for existing services. 
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Table 7 (ii) Current State Funding of Services to 10,SOO people who require 
sheltered/supported employment 

Work/Employment Costs Value Number 

Sheltered D.A., £5,130 7,900 
Work capitation, 

transport. 

Sheltered Wage £7,500 300 
Employment subsidy 

Supported lob coach, £3,536 20 
Employment administration 

Supported D.A., transport, £7,566 360 
Work job coach, 

administration. 

Vocational D.A., £5,170 1,000 
Training capitation, 
Programmes transport. 

Unoccupied D.A. £3,510 1,000 

TOTAL 

This figure represents a mid-point between £4SM.and £SIM per annum, 
depending on assumptions made. 

TOTAL COST 

48.25M· 

2.2SM 

.07M 

2.70M 

5.20M 

3.50M 

62.00 M 

Table 7 (iii) details the projected costs of providing the recommended range of 
sheltered and supported work/employment places for the period 1998 - 2004. 

When we compare the costs of current provisions as outlined in Table 7 (ii) and 
the projected costs outlined in Table 7 (iii), we see that the additional costs to 
the exchequer of proViding the recommended range of sheltered and supported 
work and employment is £6M in the first year, increasing to £34M in the year 
2004. We propose 8,000 sheltered and supported employnient places by the year 
2004. Sheltered and supported employees will be liable for income tax and PRSI. 
On an average wage of £130 per week, one would expect tax and PRSI contribu
tions at approximately £1000 per year. The tax and PRSI income to the exche
quer is estimated at £8M (8,000 x £1,000), which reduces the projected cost to 
£26M (34-8) in the year 2004, with pro rata reductions in other years. 

The committee recommends an additional £6M be allocated immediately to 
fund sheltered/supported work and employment and that the government com
mits funding to the development of the range of sheltered and supported work 
and employment services as outlined in this report. 
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Table 7 (iii) Projected Costs for Sheltered and Supported Work/Employment for the period 1998 - 2004 

Year Sheltered Cost Supported Cost Sheltered Cost Supported Cost TOTAL Variance 
Employment £M Employment £M Work £M Work £M COST Table 7 (ii) 

Places Places Places Places £M £M 

1998 SOO 5 150 7,800 59 400 3 68 +6 

1999 2,000 22 425 3 6,400 48 425 3 76 +14 

2000 3,500 38 800 6 4,800 36 450 3 83 +21 

2001 5,000 54 1,250 10 3,100 23 475 4 91 +29 

2002 5,000 54 1,850 14 2,7S0 21 500 4 93 +31 

2003 5,000 54 2,475 19 2,350 18 525 4 95 +33 

2004 5,000 54 3,000 23 1,950 15 550 4 .96 +34 

TOTAL: +168 

Cost per place: 

Sheltered Employment £10,780 Supported Employment £7,690 

Sheltered Work £ 7,530 Supported Work £7,566 



7.6 Capital Investment 
Capital funding will be required for the development of sheltered employment 
places and the upgrading of sheltered workshops. -I'he determination of capital 
required requires an in-depth study and we feel it was not feasible for the com
mittee to examine this issue in any detail. We recommend that a detailed 
national audit be carried out to determine the need for capital investment in 
sheltered workshops and in sheltered employment. In the interim we recom
mend that £5m should be allocated to capital funding in 1998. 

The availability of capital for buildings should not preclude 'the rental of premis
es for sheltered work and sheltered employment. Rental options often allow for 
more flexibility and mobility in testing new models of service. 

7.7 Summary and Key Recommendations 
Funding is a key area of recommendation in this report and is critical to the 
inclusion of people with disabilities in employment and work. To date, sheltered 
and supported employment and work services for people with disabilities have 
been seriously underfunded by government. People with disabilities deserve 
their "slice of the cake". 

Recommendation 35 
The payment of an annual subsidy of £10,780 per annum per sheltered employment place. 

Recommendation 36 
The payment of an annual capitation fee of £3,500 per annum per sheltered 
work place. 

Recolllmendation 37 
The payment of an annual capitation fee of £3,536 penupported employment 
and supported work place. 

RecOIllIl1elll/ation 38 
The committee recommends an additional £6M be allocated immediately to 
fund sheltered/supported work and employment and that the government com
mits.funding to the development of the range of sheltered and supported work 
and employment services as outlined in this report. 
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CONCLUDING REMARKS 

The economic situation is extremely favourable. The last six years have seen 
unprecedented rates of growth, and the outlook according to the ESRI Medium 
Term Review remains positive. The welcome fall in the overall numbers on the 
Live Register, and the prospect of continued economic prosperity, offers an 
unprecedented opportunity to tackle the issue of unemployment amongst peo
ple with disabilities. 

There is widespread consensus that: 

• people with disabilities should be full participants in society; 

• currently, people with disabilities are disproportionately excluded from the 
labour market; 

• for many people with disabilities, entering the labour market means giving 
up benefits which help offset the costs of their disability; 

• a way has to be found to offset the cost of disability without requiring peo
ple with disabilities to withdraw from the labour market or from participa
tion in their communities. 

• it is appropriate for government to provide supports which people with dis
abilities may need to participate as full citizens; 

Expanding the range of employment and work options to include people with 
disabilities is the first step towards equality for all people with disabilities in the 
labour market. We need to focus on jobs, not on income assistance. We also 
need to recognise that investments made in one area will reduce costs in anoth
er - for example, as more people go into employment or work, their indepen
dent living skills will increase, resulting in a reducing need for costly institutions 
and sheltered workshops. 

It appears therefore, that here in Ireland we are well placed to put policy into 
practice. That is, policy which will enable people with disabilities to achieve 
equality of opportunity in the labour market. Doing so will have several bene
fits: political, social and economic. 

The political benefits of creating an inclusive labour market would be a 
clear demonstration of the Government's commitment to common values, prin
ciples and objectives: 

• values of equality and diversity; of autonomy and shared responsibility and 
of personal responsibility and respect; 

• principles of fairness, efficiency and flexibility; and 

• objectives of economic development, protection of persons who are vulnera
ble and equitable access. 
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The social benefits of creating a more inclusive society will result in: 

• the creation of an opportunity to enable people with disabilities to move out 
of poverty, thereby reducing their social isolation and marginalisation. 

• a real respect for diversity by demonstrating accommodation of difference. 

• more opportunities for partnerships involving the community and the pri
vate sector to actively engage in problem solving at a local level to generate 
innovative solutions and build consensus for reform. 

• an improvement in the well-being of people with disabilities, which in turn 
will enhance the social well-being of their families and communities. 

• More people with disabilities participating in the mainstream of life. This 
participation of people with disabilities will help communities replace atti
tudes of paternalism with respect for human rights. 

Economic Benefits 

• Including people with disabilities in the labour force in greater numbers will 
contribute to Ireland economic growth. 

• Sup'porting people with disabilities to participate in the labour market will 
reduce their dependence on public assistance. 

• An integrated approach to investing in people with disabilities and recognis
ing their potential to contribute to the economic development of the coun
try could serve as a prototype for other groups which are under-represented 
in the labour market. 
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ApPENDIX A. 

Background and Research Material 

The following background material is available from the steering committee. It 
has not been included in the appendices as it would add substantially to the size 
of the report. 

• Literature Review 

• Report on visits to Holland, U.S.A., Sweden and Great Britain. 

• Introductory study on Social Gain. 

• Report on desirable changes in legislation to facilitate persons in sheltered 
and supported employment. 

• Introductory study of current funding of six sheltered workshops. 

• Study on the strengths and weaknesses of seven sheltered workshops with 
recommendations for change. 

• Note on the history of the development of sheltered work/employment in 
Ireland. 
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