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It is the policy of Advance Employment to establish and maintain a positive and suppartive relationship with
each job seeker based on dignity, trust and respect. The client is encouraged to take a leading role in line with
Advance Employment’s mission statement:

Advance Ermployment will promote, encourage, assist and support job seakers who have a mental ilness
to achieve meaningful, open employment through employment related opportunities's.

When assisting people with mental health issues, many of whom have often lost their identity and suffered
refection and discrimination, it is important to ensure that the senvices offered make a positive difference in the
lives of these people’®*,

The Mutual Obligation Requirements, Rights and Responsibilities for clients are clearly set cut. The Mutual
Obligation Requirements encourage clients to be an active pariner in searching for a job by attending and
actively participating in appointments, and atlending any required training'®®.

Advance Employment Job Seeker Rights and Responsibilities'®®

Rights
As a job seeker registered with Advance Employment you have the right to:

*  Ask questions.

* Have a friend, family member, or advacate for support.
* Give feedback about the service and support provided.
¢ View your file.,

e Participate in the development of the service.

+  Confidentiality in all dealings. .

» Afair day's pay in exchange for a fair day's work.

* Be treated with dignity and respect.

* Have similar work conditions to your co-workers.

* Have the senvice focus on your abilities and worth to the employer.
» Secure a job with a varlety of work opportunities.

* Ongoing support planned in collaboration with you.

+ Refuse any position.

¢ Beinvalved in any decision that may affect you.

¢ Leave the senvice.

* Access other services.

Responsibilities

As a job sesker registered with Advance Employment you have the responsibility to:

+ Treat the staff and other job seekers registered with Advance Employment with respect and in a way that
you would like to be treated.

+ Do what you agreed to do in your Employment Assistance/Maintenance Plan.

* Play a central role in planning your career path.

* Keep appointments or let your Employment Consultant know if you cannot,

163 lbid

164 Advance Employment Inc., About Advance Employment, hitp:/Avww.advernp.org.au/
165 Advance Employment Inc., Jobseeker Information, http://www,advemp.org.au/ndex.him
166 Ibid



Advance Employment’s website indludes information for job seekers and employers'®, The range of
information includes:

* Specific mental health conditions covering schizophrenia, bipolar, anxiety disorders, depression, and
eating disorders.

* Myths and facts about mental iliness.
* Sfigma and mental heaith including the effects of stigma.

¢ Jobsesker information including rights and responsibilities of job seekers, and the advantages and
disadvantages of disclosing mental ilness,

* The benefits of employing someone with & mental iliness for both the employee and employer.

Advance Employment established a Client Reference Group in July 2002. The group has a core membership
of six clients, however all clients are welccme to atlend the quarterly meetings'2.

Client Success Story - Gavin’s Story™®

After a meeting with Gavin you always leave with a feeling of admiration and awe due to his amazing
atlitude and work ethic. Gavin has been with Advance Employment for a couple of years and has recently
exited from the agency as an independent worker. Gavin felt he wanted to make way for someone with a
greater need and he also wanted to take the next step toward independence in his own life.

Gavin has been employed with a local small business for over 12 months and is thriving on work, which
has been a win-win situation for Gavin and the employer, His boss has said that he has improved

the overall productivity of the business by his innovative thinking and his excellent work ethic and
workmanship.

He has besn made the workshop supervisor, an achievement he is justly very proud of and has
successfully completed a training course to gain his ferklift ticket. e has also discovered he possesses
excellent sales skills as he relates eXtremer well to customers. He plans to continue working and will save
up his monay to eventually purchase his own home.

8.24  Job Centre Australia Ltd - creating employment opportunities for people
with a disability -

Job Centre Australia Limited (JCAL) provides recruitment and training services to the Newcastle, Central
Coast, Sydney, Central West and Riverina areas of New South Wales (NSW). Job Centre Australia is funded
to run a number of different programs including DEN (capped and uncapped), Job Network {specialist
disability), Vocational Rehabilitation and Transition to Work, JCAL also runs computer-based learning
programs for job-seekers!™,

The cpportunities and benefits that people with a disabllity can gain from employment and using JCAL's
services are:

+  (Gahn valable lifelong skills.
*  (Gain confidence and greater self-estesm.
¢ Enjoy financial bensfits,

¢ Make new friends and work as part of a team.

167 For further inforrmation on Advance Employment see hitp:/Avww.advemnp.org.aw/index.him
188 Advance Ermployrment inc., Jobseeker Information, hitp:/Avww.advemp.org.awindex.htm - 59
169 Advance Employment Inc., Newsletter - Decermber 2005, hitp:/Awww.advernp.org.auindex.itm. The MHCA has received permission to
use this infermation.
170 Job Centre Australia, New Opporiunities — Achisving More, www jobcentreaustralia.com.au
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* Receive assistance in finding a job most suited to thelr skills and abilities.

* Recsive training, ongoing support and acdvice.

JCAL are finding that zn Increasing number of the job seskers that are referred to them have more complex
needs including mental iiness, and that addressing stigma with employers relating to mental illness and other
disabilites remains an issue.

The benetits of employing psople with a disability are promoted to employers through JCALS markeiing
materials. These benefits includa: an improved team environment, motivated workers, lower staff turnover,
Once a jobsesker is placed in a position, trainers attend the workplace to train the new employese and
provide cngoing support to the employes and employer™,

Managing the cross-over between DEN and Job Network (Specialist Disabilities)
- Tony Meredith, Marketing Consultant, Job Centre Australia Ltd'"2

When a jobseeker with a disability direcily presents to JCAL or Centrelink they are sent for a JCA.
From this assessment it is determined the program stream to which the jobseeker will be registerad.
This may include JCAL's Joby Network (Specialist Disabilities (D)) program, the DEN or VRS. Often,
there is very little difference between the barriers of clients in Job Network (SD) and the DENAVRS
service.

DWA negotiates positions within businesses for people with a disability. They then offer that position
to a DENARS service within that region to fill with one of their clients. However, this position might
also be sLitable for a client registerad with Job Network (SD), who has similar if not the same needls,
but they cannot be considered because they aren’t in the DEN/AYRS service and therefore not eligible
for the same support. As arestlt we are finding the clients in Job Network (SD), who at times have
much higher needs, cannot access the services that clients in DEN and VRS can receive.

As can be seen from the above process the JCA is crucial to whether DWA can assist the jobsesker.
It doesn't make any sense why a person with a disability, who is suitable for services within Job
Network (SD}, can't get access to DWA' services. | often question why Job Network {(SD) is not
eligible to receive the same services from DWA as DENA/RS.

We want to be able to offer the same services to people with a disability regardiess of whether they
get referred to Job Network or DENAVRS and it can be very frustrating for all nvolved when this can't
be done.

The problem is also that sometimes you are deafing with ‘old heads and an ¢id attitude’ when trying
to educate employers regarding the benefits of employing somecne with a disabiltty. There is still a lot
of misunderstanding towards what constitutes a disability, particularly for those jobseekers with mental
heslth issues. One in five people in Australia have a mental ilness and employers need to adopt a
more practical approach to integrating them into the workiorce. Often employers at the mention of the
word ‘disability’ immediately think that the jobseeker will be in 2 wheslchair and requires wheelchair
access. When in actual fact only 2% of our client-base of 290 jobseskers are in a wheelchair. It is
more than just physical disabilities.

Job Cenire Australia advises employers that they will be given support to employ and train
employess, but itis hard work to break down the barriers and perceptions of what a disability is.

171 Job Centre Ausltralia, Disability Employment Services — hiring pecple with & disability makes good business sénse.
whaw.jobcenireaustralia.com.au
172 The MHCA has received permission to use this information.



8.3  The Personal Support Program

The PSP provides more intensive support to people who face difficull circumstances, inciuding

homelessness, drug and alcohol problems, psychological disorders, domestic violence or other significant

barriers to participation. People eligible for the PSF receive two years of case management, with the aim
being to achieve ecenomic and social cutcomes within the two year perlod '™,

At the end of the two years, people have to leave the program for 12 monihs before thay can receive a

further two years of assistance through the PSP, Peopie typically are transferred to Job Network, which is
primarily aimed at people who do not nesd ongoing support or rehabilitation to find or keep a job. Anecdotal
reporis suggest that people extting PSP to a program such as Job Network, with significantly less support,

are going backwards with any devslopments they may have made over the course of the two years.

The transfer of programs like PSP to DEWR has seen a more performance driven approach applied to the
rurning of these programs. This has turned & program that is designed to address major personal barriers

and achiesve sccial cutcomes Into an employmeant program, where the ecoromic outcome or value for
monsy s becoming the main cbjective.

PSP Managers’ views on the PSP

PSP manzgers are fesling the pressure of what they call ‘prescriptive arrangements’ with the PSP
which Is not helping organisations help their clients. A significant proportion of people in the PSP

have a mental iiness and the 'tick the box” approach isn't allowing the time or the flexibility to develop

rapport with clients, which is particUtarly important for clients with a menial illness.

JIncreased administrative requirements have reduced flexibilty and as a result the amount of time
case managers can spand with clients. Full-time case managers have between 50-70 clients,
which fransiates to about ane hour per fortnight with each client. In the end, the more administrative
processes you pui in place, the more time it takes away from the time you can spend with clients.

Case managers are also finding that they are working with clients \M’th much higher needs, many of

whom have an undiagnosed mental ilness. While the Australian Government did increass the number

of placas in the PSP there have been no additional resources allocated to providers. The amount of

funding for a place in the PSP is around $3,000 for two years of service, in which a social or economic

outcome must be achieved for the client.

Applying employment compliance regulations to PSP clients, who are extremely vulnerable, is
contradictory to the program. For case managers, juggling the role of making sure pecple are
compliant with managing their other needs, has considerably changed the role of case managers.

The PSP managers chose to work in the PSP area as it was a rewarding program to work in and they

felt they were really able to help their clients. Pecple come to work in the PSP as they have the skills

" and knowledge o help people with challenging behaviours and it s more than just finding pscple a
job. If the PSP moves towards the main cutcoms being to find people & job, then they need to be
provided with additional funding to give people continuily of service beyond two years.

There seems to be a fack of understanding that with the PSP you are dealing with peaple who reguirs
much higher lavels of assistance, and that it is not only a program to find people a job. Absorbing the
PSP into another program would be a disaster for people with high support needs, particularly people
with mental finess. Arything less than two years of assistance would be inadequate.

173 Auslralian Government Department of Employment and Workplace Relations, Persoral Support Programme (PSP), hlp:/Avww.

workplace,.gov.auAvorkplace/Programimes/PSP/

174 The MHCA has recelved permission to use this infermation. Identifying inforrnation has been removed.
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8.3.2 Evaluation of PSP

A recent study by the Brotherhood of St Laurence, Hanover Welfare Senvices and Melbourne City Mission™™
evaluated the extent to which the PSP enabled people with multiple nen-vocational barriers to achieve an
economic and/or social outcome and compared the model to those being used with intemational best
practice research. The project evaluation was underiaken by the three organisations over a three year periad.

The study found that the PSP was a crucial program for delivering essential support to soma of the most
marginalised unemployed people in the community, and is achieving scme positive outcomes by increasing
sconomic and social participation. However, the program was severely constrained by extremely low levels
of funding, difficulties accessing services, and a lack of specialised integrated employment assistance. Many
slements of the PSP were designed in line with good practice, but real investment was required to realise the
potential of the program and its participants'™..

Key recommendations in the report included:

¢ Allow participants who move into employmert or education to remain on PSP until the end of the two
- year period to ensure ongeing support to remain in employrment.

+ Establish transitional employment programs cpen to PSP and other disadvahtaged job seekers, where
people are able to gain skils and experience in & work environment while still receiving supenvision and
case management.

* Iniroduce a PSP acceunt, similar.to the Joby Network Job Seeker account, to give case managers the
resources to provide the assistance needed, which is required in about 90% of cases.

* Increase the number of specialist mental health PSP providers and ensure these employ case managers
with mental health qualifications or ce-locats with community mental health teams,

+ Abolish the sight week non-payment pericd penalty for PSP recipients.
+ Decrease reporting requirements to reduce case manager administrative workload.

* Reducs the focus of key performance indicators on administrative indicators as a measure of the
performance of programs.

* Allow providers to extend, by at least six months, the time on PSP for participants who have not moved
into employmant.

8.3.3 Strengthening the PSP Program: Achieving outcomes through integrated
support

The Brotherhood of St Laurence, Hanover Welfare Services, and Melbourne City Mission have daveloped a
proposal to undertake a demonstration project to apply an integrated vocational and mental health support
model for people in the PSP,

The proposed model wil test the addition of the following componenfs to the PSP model:

* Integrated employment support —~ An employment specialist will work in conjunction with the PSP case
manager using the IPS model.

* I[ntegrated mental heaith support — The PSP sites will be co-located with community mental health teams
or support through PSP case managers with mental health training.

175 Petking D, Making it work: Promoting participation.of job sackers with multiple barriers through the Persona Support Programme,

Brotherhood of St Laurence, Hanover Welfare Services and Melbourne City Mission, 2007.

176 Ibid ’

177 Brotherhood of St Laurenca, Hanover Welfare Senvices and Meloourne City Mission, Strengthening the Pérscnal Support Programmes:
Achieving outcomes through integrated support, Brotherhood of St Laurence, Hanover Weifara Senvices and Melbourne ity Mission, 2007,



Farticipation Support Account — There will be a brokerage account of $400 for each participant to access
other support services such as education and training.

improved post-PSP support - Due to the high engoing nesds of PSP particicants, permission will be
sought from DEWR to allow individuals who move into employment or education, to remain on the PSP
cassload until the end of the two year period to receive ongoing support ',

The proposal will assist 100 pedple aged between 16 and 80 years of age across two sites. The Brotherhood
of St Laurence will act as the auspice agency for the project. Melbourne City Mission, Hanover Welfare

Services and Jobs Australia will be the lead agencies contributing expertise and resources to the evaluation.

The enhanced PSP model will take place over an 18 month paried s,

PSP providers are assessed against their own specialist criteria with measures tailored to reflect the

clientele. Thirteen week employment outcomes for people in the PSP do not apply, the PSP is not a
time-limited program and it encompasses the broad range of social or economic assistance required
for clients with complex and high needs. '

By when — 2010
By whom — Australian Government and refevant service providers

The benchmark for PSP providers must not be compared to the highest performers in achieving
employment outcomes, but to other providers in the same category with clients who have the same
level of need. To assess PSP providers in any other way will lead to false and unrepresentative
indicators of performance. it will also lead to providers who provide psychiatric specific services,
which are likely to have clients of the highest need, being forced out of the PSP,

Funding must not be tied to performance, in particular 13 week outcomes, but take into account the
high level needs of clients in the PSP and evidence which shows that at least two years is necessary
to achieve a level of improvement in an individual’s personal circumstances. PSP providers must
not be sanctioned or have their funding threatened, as this is counterproductive to the aims and
objectives of the PSP, :

The current level of services provided fo people with mental iflness under the PSP must, at the very
least, be maintained to ensure people with complex needs are not unintentionally excluded from the
PSP

8.4 The Job Network

Issues associated with Job Network have been addressed previcusly in this strategy. The key points
highlighted included that Job Network is primarily aimed at pecple who do not need engoing support or

rehabilitation to find or keep work, and that people whe are unable to be placed in the PSP, a DEN service or

the VRS tend to get referred to the Job Network.

Job Network does cffer a range of services that can assist people with mental iiness to find employment,
and many Job Network providers currently assist people with mental iiness,

Services include developing and implementing plans that address an individual's particular needs'®,

However, the activity requirements these job seekers are expected to mest can be challenging, particulerly for

people with an episodic mental iiness, and place them at high rigk of non-compliance,

178 Brotherhood of 81 Laurence, Hanover Welfare Services and Melbourne City Mission, Strengthening the Personal Support Programme;

Achieving outcomes through integrated support, Brolherhood of St Laurence, Hanover Weliare Services and Melbourne City Mission, 2007,

17¢ Ibid

180 Job Access, Job Network, Australian Government, hitp/Avwaw. jobaccess.gov.au/JOAC/Jobseskers/Help_available/Free_expert_heln_

with_employment/Job_Network/

Let’s get to work — A National Menlal Health Employment Strategy for Australia

- 63



64

A further issue is the number of people with undisclosed or undiagnosed mental liness who are referred to
Job Network. This creates further issues regarding meeting activity and participation requirernents where
people may not want to participate or, if they have an undiagnosed and untreated mental ilness, will not
have an insight into thair finess and will not be able to fulfill the Job Network requirements. Service providers
working in Job Network, particularly people working directly with clients, are unlikely to have psychiatric
qualiications which makes it difficult to address the higher and complex nesds of people with mental iiness.

The key issue in this situation is that any service, whether it is a DEN or Job Network provider, should be able
to,help people with mental ilness to find employment and access the sarvices they need. There should be

a capacity for pecple to move from one service stream to ancther if they nesd to.'Presently there is no easy
waly for people to be transferred, due to capped programs in senvices such as the DEN, PSP or VRS, or
because once a person is in one service they cannot access services in ancther program.

8.4.1 Job Network Frontline Staff Survey

Jobs Australia and the Brotherhood of St Laurence commissioned AC Nielsen to uncertake a survey of
frontline staff warking in the Jol Network. The survey aimed to determine frontline staff members':

* Experiences in the employment services industry and level of education.

* QOpinions on the overall effectiveness of the current Job Network Participation model.
= Ratings of the effectiveness of different activities undertaken by or for jobseekers.

¢ ‘Understandings about major barriers to employrment for jobseekers.

* Views about Job Network administration and perforrnance measurerment,

» Satisfaction with employment conditions and roles'®!,

The total possible sample from participating organisations was 3,200, and of these 1,111 employess

completed the survey. 80% of respondents worked for a not-for-profit agency'®,

85% of staff thought Job Network was ‘good 1o excellent’ in helping people into employment, howeaver, a
third thought it was only ‘pooer to fair' in placing people in sustainable employment (longer than 26 weeks).
While there were positive views about Job Network overall, there was a consistent view from respondents
about the inability of Job Network providers to support the specific needs of pecple whe are disadvantaged
or long-term unemployed. In particular, 62% of respondents thought Job Network was poor to falr in helping
people with disabilities, and for highly disadvantaged pecple, 40% thought Job Natwork was poor to fair'®.

62% of respondents thought there would need to be a different program to provide effective employment
sarvices for people with disabilities, particuiarty those capable of working more than 15 hours a week.
When asked what features would be required to provide a successful employment program for people with
disabilities, the broad themes from the cormments were:

* There was a need for the provision of either spacialist services or more spacialist training and additional
resources, or both. ’

* More needed to be done to overcome negative employer attitudes towards people with disabilities.

» There was a need to provide intensive ‘reverse marketing’ for people with disabilities'®,

181 AG Nielsen, Job Network Frontline Staff Survey: Praliminary Findings, Jobs Austratia and Brotherhood of St Laurence, 2005.
182 Ibid
183 Ibid
184 Ibid



The significant barriers to employment identified by respondents includad low jolz sesker motivation, poor
hezlth or disadvantaged personal circumstances, lack of suitable vacancies, and levels of administration and
reporting for Job Network,

Meny respondents felt that low motivation was often a feature of long-term unemployment, as job seekers
looking for work over a long period without success can lose confidence and hope. These respondents
believed there should be an ‘engagement oriented” approach which ocused on suppaertive relaticnships,
confidence building, and improved support services'®, A quote from one respondent stated:

"...rying to force people into work only compounds pecple’s problems, | feel motivating people, trying to
Increase their self esteem and making them fee! valued as human beings would be a huge leap towards
moving people into sustainable employment,”®

A clear message from respondents was that personal characteristics such as poor health, mental iiness and
insecure housing were major barriers for job seskers. Some respondents indicated frustration with not having
the time to adequately deal with these issues, which was necessary (o assist people into employment. Thay
wanted more time to actively engage with job seskers rather than ‘processing’ them'®.

Suggested approaches from respondents to addressing issues with Job Network included:

* Building on the positive initiatives that are part of Job Network, such as those that give discretion to
censuliants and job seekers; act to overcome immediate barriers; and provide investment in improving
the employability of job seekers (wage subsidies, personal support, and vocational training).

* Reducing administrative requirements and providing more flexibility to assist individual job seskers, This
would improve the sfficiency of the system and improve staff morale.

*  While unemployment has declined overall, the people requiring assistance tend lo have greater
employment barriers, and staff are dealing with more complex needs, such as mertal ilness and
substancs misuse. This may reguire staff to have higher level skills than in the past.

* Solutions to improving job sesker motivation and disadvantaged parsonal circumstances fell inte two
main approachss — ‘ccmpliance oriented' with more breaching and suspension action, and ‘engagement
oriented’ focusing on building confidence, self estesm and seiting personal goals.

o Better integration of different types of support, including health and housing, was necessary. There needs
to be links between Job Network and cther assistance programs such as the PSP, which was developed
to assist people with high personal needs such as mental ilness™#*,

185 AC Nielsen, Job Network Frontline Stalf Survey: Preliminary Findings, Jobs Australia and Brothetheod of SL Laurence, 2005. ) ‘ - B85
188 Ibid .
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9. Coordinating and Integrating
Employment with other Services

A recuming Key theme of the strategy Is the necessity to coordinate employment services with mental health
and other senvices. Mental health Interventions should be a recognised way for clients to meset their job
pariicipation obligations, and there should be flexibility to determing the bast approach for each individual
client™®. Clients should also be empowered to navigate their own way between services and more activaly
manage their own care. )

To improve the connectedness between different parts of the extended mental health system, the capability
of non-clnical support systems must be increased to respond to the needs of people with mental iiness. This
includes:

* Tailoring employment support to individual needs and recognising other senvices, such as education,
housing or treatrnent, as factors in improving a person's capacity to work.

¢ _ Investing in new stable housing and housing assistance, as having a place to live will affect a person’s
ability to attend and maintain a job.

+ Additional mental health training for personnel in key support areas, such as polics, ambulancs, child
protection, housing, and educaticn, to improve the ability to identify and respond appropriately.

Information on employment and education services and programs should ba available sector-wide to &l
providers involved in delivering care for a person, including case managers, mental health services, and
General Practitioners, to ensure all rehabilitative options available to people with mental ilness can be
ccnaidered.

State and teritory, and Australian governments should examine the introduction of employment and work
experience opportunities for people with mental ilness that also facilitate access to appropriate services.

Ore way of introducing these opportunites is with the Job Guarantee model progosed by Cowing™® which
would provide individuals with & minimum wage job in the public sector that can be undertaken on a part-time
block or basis to accommodate access to services that support a person’s health, rehabilitation and other care
naeds.

The Job Guarantee model recognises that an effective and evidence-based employment model for people
with a mental itness or psychiatric disability must integrate services by providing access to both paid
employment and quality care.

Althoughr Australia has a number of mental health strategies in place, there are no specific strategies to
address employment. The 2005 HREOC Report WORKability Il: Solutions — People with Disability in the Open
Workplace recommended the Australian Government lead the development of a National Mental Health
Employment Strategy'™’ but this is yet to occur. This strategy has been prepared in part to fill this vacuum.

This vast unemployment preblem among peaople with 2 mental ilness comes at a huge cost to the individuals
concerned, who often struggle to pay bills and provide for their families. However, there is also a massive
ecchomic cost to the community and the economy, through lost productivity and lost opportunity.

Uniil these issues are adequately addressad, Australia will miss the opportunity to tap into a wiling and skillad
labour force and centinue to add to the difficulties facing people living with mental ilness.

189 Butterworth P, Estimalting the prevalence of mental disorders among income support recipients: Approach, validity and findings, Policy
Research Paper Ne. 21, Cenire for Mental Health Research, Australian Nationa University, Canbenra, 2003.

160 Cowling 8, The Welfare to Work Package: Creating Risks for Pecple with Mental lliness, Working Paper No. 05-20, Centre for Full
Employment and Equity, 2005.

191 Human Rights and Equal Oppertunity Commission, WORIKability Il: Scluticns, People with Disability in the Open Workplace, Final Report
of the National Inquiry into Employment and Disability, Human Rights and Equa Opportunity Commission, Sydney, 2005.
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Attachment A

A FACT SHEET FOR EMPLOYERS

Myths about Mental liiness and the Workplace

Adapted from Mental Health and Work: Impact, issues and good practices
World Health Organisation and International Labour Organisation
Geneva 2000 :

The following are major myths and facts regarding the impact of mental iiness on the workplace.

Myth 1: Mental iliness is the same as intellectual disability.

Facts: These are two distinct disorders. A diagnosis of intsllectual disability is chiefly characterised by mostly
permanent limitation in intellectual funciioning as well as difficulties with certain daily living skills, In contrast,
among people with mantal finess, iiness is normally episodic, not permanent, and intellectual functioning
varies as it does across the general population. ‘

Myth 2: Recovery from mental iliness is not possible.

Facts: Long-term studies have shown that the majority of people with mental finess show genuine
improvernent over time and lead stable, productive lives, For many decades mental ilness was thought to

be permanent and untreatable. People with mental iiness were separated from the rest of society through
institutionalisation in mentat hospitals. As therapies and medications were discovered which helped to
alleviate the symptoms of mental iiness, there was a gradual evolution towards the provision of treatment and
rehabilitation services in the community,

Myth 3: Staff with a mental illness tend to be second-rate workers.

" Facts: Employers who have hired people with a mental ilness report that they are higher than average in

attendance and punctuality and as goed or tetter than other empioyees in mctivation, quality of work, and
job tenure. Studies conclude that there are no differences in preductivity when compared to other employess.

Myth 4: People with psychiatric disabilities cannot tolerate stress on the job.

Facts: This oversimplifies the complex human response to stress. People with a variety of medical
conditions, such as cardiovascular disease, multiple sclerosis, and psychiatric discrders, may find their
symptoms exacerbated by high levels of stress. However, the source of personal and job-related stress
varies substantially between individuels. Scme peopie find an unstructured schedule to be very stressiul
while others slruggle with a regimented workflow. Some pecple thrive on public visibility or high levels of
social contact, while others require minimal interaction in order to focus and complete tasks. Workers

with mental finess vary in their response to stressors on the job. In essence, all jobs are stressful to some
extent. Productivity is maximised when there is a2 good match between the employes’s needs and working
conditions, whether or not the individual has a mental illness.
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