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PREFACE

The evaluatfion of human potential has become an important component of many
government programs in the manpower, social welfare and rehabilitstion fields.
Those programs which emphasize employment as the chief outcome criterion
utilize a process which, in part, facilitates and enhances the planning und
provision of an array of meaningful services, thus contributing to the achieve
went of ind{vidual satisfaction and fulfillment, as well as agency goals. The
process is cormonly referred to as the vocaticnal evaluation and work adjust-
ment process. It encompasses a wide variety of basi{c assumptions, methodologis
techniques and services.

The provision of vocational evaluation and work adjustment services was long
associzted with the public program of vocatlonal rehabilitation. In 1968,
Congress singled out vocatfonal evaluation and work adjustment services as
developed and provided in vocational rehabflitation for disabled people, and
auvthorized a separate new program empowering state vocational rehabilitation
agencies to provide such services to disadvantaged individuals in cooperation
with other agencies. (To date this program has not been funded.) 1In recent
years manpowetr and social welfare agencies at the federal and state levels
have increased their activit{es in the provision of evaluation and adjustment
services. The seeming proliferation of programs offering or planning to offer
vocational evaluation and work adjustment services signaled the importance of
a confereance which would bring together individuals vested with the responsi-
bility of planning and providing vocational assessment and adjustment services

This publicatisn contains the papers prepared for the Natfonal Invitational
Coniference on Vocational Evaluation and Work Adjustment Services held June
2-4, 1970, at tha Natfonal Alrport Holfday Inn, Washington, D.C. It also
contzins veports of the three discussion groups which met during the confer-
ence.

Plann.ng for the National Invitational Conference began more than a year &go.
Unsuspected at the time, it had ite roots in two earlier conferences which
explored "evaluation and adjustuent™ as they applied to the rehabilitation of
the disabled and dfsadvartaged. The March 1969 Think Tauk Workshop at Stout
State University brought together experts fn the field of work evaluation to
explore the parameters and problemy of the fie)d and to develop a program for
& national meeting on the state of the art. The National Institute on Work
Evaluation was held in July 1969 and resulted in a rich collection of papera
prepared by well~known and emerging experta in the field of work evaluation
and wark adjusteent. The participants in theae earlier conferences were
largely professfonals in the work evaluation and adjustment field and were,
in the main, associsted vith vocational rehabilitaticn programs. It became
apparent that s couference which brought together policy makers and profes-
sionala from several agencies could serve some useful purpose in facilitating
the development of far-reaching end forward-looking vocatfonsl evaluatfon and

l work adjustment aervicea. With encouragement and aome preliminary organfza-

tionsl effort aupplied by the Rehabilitation Servicea Adninistration, the
National Invitational Conference on Vocational Evaluatisn and Work Adjustment
Servicea vas destined to become & reality.

(; v
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A plauning group was established with individuals from the offictal manpower,
social welfare and rehabilitation agencies and representatives of rehabi:ita-
tion facilities, universities and national voluntary organizations. Two
grantees of the Social and Rehabilitation Service with experience in conducting
nat{onal conferences on human assessument and adjustment were invited to orga-

nize and carry out the conference.

They were the Universfty of Pittsburgh

Research and Traiuing Center in Vocational Rehabflitation (SRS/RT 14) and the

International Assocfation of Rehabilitatfon Facflities (SRS/RSA/418-T-70).
Dr. Leonard V. Wendland, director of the R and T center, and Dr. Ralph X.

Pacinelld, IARF Director of Education, served as confecrence co-chairmen.

The planning committee met in March and April 1970 and throughout its delibera-
t{ons perceived the conference as a working meeting.

were get for the conference:

1.

2.

8.

The prograa for the three-day conference was developed with extreme cara.
planners made every effort to establish an agenda which would sssure the
accomplishment of the objectives outlined adbove.

Review the state of the art of the vocational evaluation and
work adjustment process,

Study the vocstional evaluation and wock adjustment process
as it is applied in manpower, rehabilitation and social
welfare progiams.

Explore the interdependency of wanpower, rehabilitation
and social welfare programs which utilize the vocational
evaluation and work adjustment process.

Delineate target groups to recelve vocational evaluation and
work adjustment services f.om manpower, rehabilitation and
social welfare programs.

in{tiate discussfon swong manpower, rehabilitation and social
welfare programs for the purpose of developing effective
interagency systems for the delivery of vocational evoluation
and work adjustment services,

Explore and develop funding strstegies among manpower, reha-
bilftation and eocial welfare programs for the provision of
vocationsl evaluation *nd work adjustment services.

Determine appropriate follow-up and implementatfon actions
for the conference.

Prepare for publication and disseminatfon the materfals end
foteraction of the conference.

The following objectives

The

Pr. Peul R. Boffman of Stout

State University vas called upon and sccepted the difficult task of sumarizing’
vhat bad been done to date 1n the field of vocationsl eveluation snd work ad- +
justuent end presented the conference challenge of "Where do we go from herel”

1
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The participants were provided an in-depth orfettatfun to work evaluation
methodologies and techniques through the showing of the film, "Assessaent,"
Tais widely acclatmed audio-visual aid was produced by the Alabama Rehabil{-
tation Media Service at Auburn University under the direction of Mr. Jack
Sink.

Next, major background papers were presented by the three federal agencies
administering programs which provide vocational evaluation and work adjustment
services: the Manpower Administration, the Community Services Administrat{on
snd the Rehabflitation Services Adminfstration. Suidelinea for the prepara-
tion of these papers were made avaflable to the agencies well in advance of
the conference in order to achleve some common treatment of the subject under
study. The agency papers were followed by a summary of the pioneering acti-
vities of the Natfonal Rehabilitation Assocfatfon f{n promoting in 1963 the
passage of specfal legi<lation for evaluation and adjustzent services (Section
15 of the Vocational Rehabilitation Act). E.B. Whitten presented the NxA
story.

3o review the nultifaceted and wide-rangfng research and training activit{es
telated to vocational evaluation and work adjustment, two panel presentationa
vere arrarged. One panel was devoted to research, demonstration and innova=-
tive projects and developments, while the other panel focused on the recruit-
cent, traininz and development of staff who are associated with the delfvery
cf vocatfonal evaluatfon and work adjustment services. Content ranged fron
ativities and projects completed to those inprocess and those contemplated
for *he near future, Some philosophical and theoreticsl formulations were
reviewed. Each panel was composed of representatives of the research and
treining arms of the principal federsl manpower, social welfare and rehabfli~
tation agencies. There was one exception, Dr. willfam Gellman of the Chicago
Jevish Vccational Service presented the discussion of resesrch and demonstra-
tion projects and fnnovative developments relsted to vocational rehabflftation
gograms. He carrfed out the assignment at the request of the Social and
Rhabflitatfon Service.

With ample "fnput" provided by the keynmote message, technical fila snd sgency
bickgrournd papers, the participants were asked to agsemble in small work
goups for a central task of the conferencet to develop a system to carry

oat the functfons of {ndividusl sssessment and service planning with emphasis
won the mor. cosplicated cases calling for a formal and comprehensive evalua-
tion ss provided fn the vocstions] evaluatfon srd work adjustment process.

Ir the development of the syster . work groups were encouraged to consider st
least the fsctors of (a) target groups, (b) organizational patterns of service
dlivery, and (c) arrangements for meeting the costs of services., Reports
from the work groups were heard on the final day of the conference.

It should be pointed out that the participants in the conference were carefully
enlected for thefr sbility to effect change in pl-nning, developing and deli-
vering vocstionsl evsluation and work adjustment services, They were fdenti-
fled by their federsl counterpsrt sgencies snd by sppropriate meabers of the
plenring committee fn the case of those recognized as particularly knovledgesble
112 the subject under exploration. The 69 indfviduals who attended the confer-
e1ce ircluded stste directors ¢° Esployment Service, Public Welfare and

vif
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Vocational Rehabilitation agencies; regfonal and central office personnel

of the federal Manpower Administrstion, Community Services Administration,
Rehabilfitation Services Adwinistration, Offfce of Educaticn and Social and
Rehabflitstion Service; university educators snd researchers; administ.ators
of rehabilitation facilities; project directors (evaluation and adjustaent
services); and leaders of natfonal organfizativns in the human services and
rehabtlitatfon facilities fields.

It seems worthy of mention that late in the planning for the conference the
HEW proposed Family Assistance Plan (FAP) bocame more relevant to the deli-
berations of the conference. The auch sought welfare reforms embocied ia
FAP were sccompanied by specific responaitilitfes assigned to the federal
agencies administering manpower, socizl welisre and rehabilitation programs.
Under the Family Assistance Plan vocational rehabflitstion would provide
eveluation snd other services to the incapzcitated, while toe Employment
Jervice would make available the eame services to the nondissbled, and the
Community Services Administrstion would rerder necessary socf{al services.

Since the National Invitational Conference was held, two signi{ficsnt develop-
ments which can be assocfated with the deliberations of the meetins can be
reported.

The first concerns the need for standards in the establishment of evaluation
units and in regard to professional practice. Under the auspices cf the
Vocat{onal Evaluation and Work Adjustment Association (VEWAA, a professional
division of the Naticnal Rehabilitation Assocfation), a group of fndividuals
from universities, facilfties and federal agencies met in Washington on July
30 and 31, 1970, to begin the process of developing a three-ycar research
proposal on standards. It was suggested that the application should provide
for: (a) review of the pertinent literature in vocational evaluation and
work adjustment; (b) thorough analysis of the vocational evaluaticn and work
adjustment process; (c) job analysis of the evaluator; (d) develognent of
deffnitions; (e) delfneatfon of skills, knowledge and abilitles pertaining {
to the evaluator; (f) determinatfon of manpower and training needs: (g) fdes~
tification of tsrget groups to be served and levels of practice; and (h) the |
development of standards. Finarcisl support for the project will be sought
from the Social and Rehabilitation Service and the Department of Labor. This
systematic and constructive approach to deal with important problems and !
issues confronting thr ffeld of evaluation and adjustment should result in
sn suthoritative and broadly accepted document.

The second item which vas largely stimulated by the conference concerns the
development of several evaluation and adjustment models which can be used as
guidelines by facilities and organizations applying for grants under the
Vocationsl Rehsbilitation Act. In prepsring for the implementatfon of pilot
projects in vocational evaluation and work adjustment services, the Divisior
of Resestch and Dewonstration of the Socfal and Rehabilitation Service and
the Rehabflitatfon Services Adainistration have enlfsted the assfstance of
Stout State Jniversity in the development of models. The task to be accom=
plished by Stout State, working with the fedcral agencies and others, is
expected to be completed before October 1¥70. The pilot projects would be
euthorized by the FY 1971 Appropriations under Section » ... the Vocational
Retabilitation Act. The budget request for 1971 incluues earmarked funds

s) vifg
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| under Section 4 for "Sectfon 15 type" projects. (Sectfon 15 provides for

evaluation and work adjustment services to disadvantsged fndividuals.)

Tha pilot projects along witn other ongoing activities in the erea of voca-
tional evaluation and work adjustment will provide tha necessary information
and experlence requirad to encourage federa: funding of evaluation and work
adjustment services at currently authorized levels, especlially as these
services pertain to the nation's disadvantaged populations.

A pumber of people were vitsl to the success of the Natfonal Invitational
Conference on Vocational Evaluation and Work Adjustment lervices and the com-
pletion of this publicution. The editor is thankful for the help provided by
several individuals from the federal agencies who plajed key roles in all
phases of the conference. Always available for consultation on matters con-
cerning the agenda, speakers and participants were: John D. Bailey and Ralph
Church, Rehabilitation Services Aduinistratfon; Herbert Kamsky, Community
Services Administration; John Mitchka, Manpower Administration; and Nathan .
Acree, Social and Rehabilitation Service.

A special thanks is due members of the IARF gtaff who along with other Juties

found time to assist in the dimplementation of the conference and the comple-

tion of thia publication. James R. GCeletka and Mrs. Joyce L. Rudisill are
acknowledged for carrylag out certain administrative and clerical tusks asso-

' ciated with the conference. Mrs. Jane Lee and Mrs., Nina Dibala typad and

. proofed the manuscript frouw which (his publication was prepared.

Ralph N. Pacinelli, Ed.D.
Washington, D.C.

August 6, 1970
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WHERE DO WE GO FROM HERE?
by

Paul R, Hoffmen, Ed.D.

I have the honor and privilege to open this conference by sharing with you
an {dea, the fdea behind this conference. I have titled my presentation
"Where Do We (o From Here?" This may seem like a strange title for opening
& conference. However, it {s my belief that the title conveys the idea
behind the conference. It {s my hope that the meaning of the title will
become clear by the time I am finfshed.

For the moment, open the imagery of your mind aud share with me a8 few scenes
with the fnvisible screen that I have set up here beside me.

Scene: Seated st a breakfast table s a young 18 year old boy who is
watching his father and brother prepsre to go to work. Chaiacteristics of
the young 18 year old boy sre a below average level of fntelligence, special
education schooling background, no work exper.ences, undeveloped work hadbits
and a lack of hope.

Scene: The gcreen now depicts a police s:atfon. Standing by the police
officer is a 16 year old boy arrested for car stealing. His characteristics
are 8 history of achool truancy, burglary, two car thefts, undeveloped vica-
tional strengths and an attitude to those who work in school as being
squares.

Scene: The scene now changes to a 35 year old common laborer in a hospital
with an {njured back. Characteristics fnclude a history of working Lut at
low level laboring jots, s fifth grade education, a reading abllity of the
third grade and a desfre to be a provider to his family.

Scene: A street in the ghetto of an frner city and s 24 year old black man
sitting on the steps of a Tundown, rat-infested apartment. Characteristics
include & ninth grale education, reading ability of the fourth grade, work
experience as & dishwasher and laborer, all short-tarm employments, and a
balief that society 1s agsinst him.

Scene: The camera nos pans to another apartment building with a 27 year
old mother and fi-e chillren. The home s lscking an important ingredient,
thst 1s a father and husband. Whereabouta of the father and husband gre
wknown. Characteristics of the mother {nclude & tenth grade educationm, no

vocational preparation, barely enough money to pay for bdasic necessities,
and despair.

Scene: A shack fn tha Appalachian Mountains with a family of a mother

and father and seven children. Chsaracteristica of the father includa f{fth
grade education, occasfonal opportunity to work, poor, and re<lgnation.

13

{
1




O

ERIC

Aruitoxt provided by Eic:

Hof fman

Just described are a few of the types of people that make up our soclety.
They could be classified into some form of grouping. If we were to do so,
ve would find that there are many differences not only from group to group
but between {ndividuals within the groups. We would also find that there
are som: commonalities. One of the main commonalities is that they are
outside of the economic rewarding-work oriented society of ours. They
night be on the outside for internal or external reasons or for & comina-
tion of both. Whatever the reason, the commonality fs that they are on the
outside. A second commonality is that fcr whatever reason they are oa the
outside they do preseat to us dffficult problems for breaking down the
barriers and bringing them within the econom’c wewarding-wso.k orieated
structure of our soclety.

0f even more importance {8 A commonality that they share with all mankind.
This is best expressed in an analogy given by Hiro Malkani (1959) who {s
Superintendeat of the Rehabflitation Center for the Physfcally Handicapped
in Bombay, India.

"Evea the dust, swept off a goldsmith shop floor, has selling
value because when processed it fs resfdual gold dust which is
nothing but gold and whnle gold comparable to any gold. There-
fore, it fs the processing which yfelds the valusble gold,
othervise dust appears as good as any dust.”

That vhich appears as dust and dirt, when processed, may be gold. Those
vho appear as disadvantaged, disabled, hardcore and handicapped, when ade-
quately processed will show the gold of befng a human being and dbeing able
to take 8 gplace {n the world of human beings. It is the processing that
ie the key.

WHO NEEDS PROCESSING?

By processing I mean the adequate fdentifirstion of vocational strengths;
development af knowledge, skills and work habits; and the placement into

an appropriate and revarding work sftuation. Who needs processing? The
answer, of course, 1s everyone. However, our concern here fs with those

vho cannot be processed adequately through the normal channels of testing,
counseling and schooling. Thesa include a lsrge nusber from, but not all

of, individuals from the meatslly retsrded, juvenile delinguents, adult
public offenders, menbers of the minority groups, physically disabled, the
narcotic addicts, the alcoholics, the displsced persons whose vocstionsl
#kills are no longer needed because the job no longer exists, and the welfare
recipients. Thease include persons now being served ty such programe as the
Concentrated Esployment Progrem, the Nefghborhood Youth Corps, the Rehabili-
tation Services Administration, the Manpower Development and Training Program:
and the Cosmunity Services Adninistration.

1 could 1fst ststistics to Indicate the number of peopls needing some form
of assistence and whod-are are concerned with st this conference. Such
statistics might refer to the 26 millisa poor, the 10 million on pudlic
assfstence, six million retsrded, six million chronically disabled, and
others. However, meny of you at this conference are from aovernment agencies

14
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who are concerned with these people and w o know these figures far better than
I do. You also havye on your desk ffgures that are much more up to date than
any I would have at my disposal.

Perhaps of wore importance would be to look at some of the characteristics
found within these groups. These vould include poor reading ability, lack of
adequate schooling, undeveloped or inappropriate work habits, immaturity,
resignation to a belfef that they don’t fit or that the eccnomic rewarding-
work orfented socliety has no room for them, inability to sustain behavior,
feeling that societr is hostfle to them, and unable to tolerate a structured
activity such as fournd in a work sftuatfon. Too often a characterfstic at-
tributed to many of them is that they don't want to fit in and work, even
when given a chance. There are many studies and demunstration projects

to indicate otherwise.

Other characterist£9s of those described above are characteristics which
outline for us factors that must be within any delivery service developed
for serving and processiug these groups. The ffrst of these characteristics
is that a large percentage ©f these individuals are concrete oriented and
oriented tc tha here and now. They cannot accept delayed gratification.
Interesting enough, one of the reasons tbat some are not able to accept
deleyed gratification fs a very socially acceptable reason. That is, they
Llave famflies that need to be provided for now, and they are unable to enter
into any program that does not offer some way for them to immedfately care
for their family. For sore, it {8 8 desire simply to meet their own basic
fmmedfate and necessary needs. For others, inability to work for delayed
gratification {8 due to internal factors such as lack of maturity and ade-
quate experlences. However, £t will do no good to berate them for this
characteristic as it i{s a factor of realfty that must be dealt with. There-
fore, one of the characteristfcs of this type of Individual {s their concem
with {mmedfate gratification. A delivery service to be effective xust de
concerned with this fmmedfate need for service and see that vrovision is
pade within the delivery system for meetfng it. This is not to be inter~
preted as stating they need "quickie" services in evaluation, adjustment or
training. It does mean that involvement {n a meaningful prozram without
delay with attention given to realities of immediate needs s required.

A second characterfistic is that the gervice rendered must be relevant to

the individual. Why should a young man go fnto a low-level factory paying
job when he can make many times the smount hustling on the streets? Further,
services rendered to him, whether they be evaluation, processing to adjust
aspects of his behavior, or training, must be shown to be relavant {f
fnterest, attentfion and effort is to be captured. Relevancy must, therefore,
be a factor of any delivery service {f ft ia to ba effective,

A third characteristic of many of these {ndividuals is that they do not
come in to seek services. The delivery aervice wust have an outreach {f

it 1a to be effective. Outreach pregrams have been ploneered and useu quite
adequately by some of the manpovel programs. Reasdilitation programs have
begun to utflize outreach and have found it to increase effectiveness io
their programs, especially in such areas as the ghettoes.

-’
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A final characteristic is chat a large percentage of these Individualas will
not participate unless they are {nvclved. Consumer involvement 18 something
which we spesk of much today, both on the side of the establishment (1F I
may use that word) and very muh from the side of welfare recipients, the
disadvantaged and other groups. [ will have more to say about consumer
involvement later, but experience indicates that it cannot be ignored

1f the delivery service 18 to be effective.

PROCESSING

In processing to sift cut the gold, it is {mportant that the processing be
done in the most expedient and etficient manner possible. This needs to
b2 because (1) the financial resources in society are not unlimited, (2)
nur menpower resources for conducting the pProccssing are not unlimited,
and (3) the type of clientele we are dealing with will not remain ir pro-
grams that are drawn out and fnefficfient,

There are those who can be processed through stanlard procedures of testing
and counseling., There are those who from this process can e recommended
for training and/or job placement. There are those who can be processed
directly in work programs {n fndustry. But there are those whom testing
and counscling aand standard procedures will not reach due to tleir lack of
adequate educational experience, inapproprfate cultural expericr.es, hos-
tility towards testing and anxiety towards testing. There are those who
are 80 lacking fn development of skills, work habfts, proper attitudes, and
so forth, that they caanot be procersed through a standard procedure of
testing and counseling. It fa for these groups that we come to a pProcess
known 88 work evaluatfon in relation to assessaent and a process of work
adjustment for .wdiffcation of Lehavior and the development of work habits,
proper attitudes and other charactesistfcs that will make thea ready for
training and placement.

Work evaluation 1s & technique of assessment that utilizes work or aspects

of work to assess vocational atrengthy and wvesknesses. Techniques of work
evaluation fnclude,but are not limited to, work sasples, situational rork
settings and job tryoutsa. Work samples are aither actual samples of work
from 8 Job, a mockup of an actusl fpndustrial operatfion ot a test resesbling
wvork which nssesses a apecific trait. Situstional sssesament usually refers
to the placement on a production job in a sheltered workshop for assessment.
Job tryout refers to the placement within a Sob efther fn an {nstitutional
setting, & rehabilftation facility, or in business or industry in & community.

In vork evaluation, assessment f8 made 10 determine £f thera are sufficient
vocationsl atrengtha and no overriding interference of vocationsl veaknesaes
that will permit further programming for trainlag aend/or job placemeat. At
s "think tank"™ workshop oa work evaluation held at Stout Stata Unfversity
{1963}, the purpose for work evaluation vas succinctly atated by Gorden
Krantz. Kranta atated that work evaluation has the object of sssfating and
generatind a vocatiopal course of actfon for {ndividuala for whom other
techniques of assessment and gufdance hava not generated & vocational course
of action.
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Work adjustment 1s a process of utflizing work under professfonal counseling
and superviston to modify behavior. It is a process developed and utfilized
mainly in sheltered workshops. It is utilized for individuals who display
inappropriate work habits, negative attitudes towards work, inability to
relate to supervisors and peers adequately, low frustration tolerance and
other factors of the work personality which interfere with tneir entering
into training or job placement. Saul Leshner (1970, p. 33) stated in relation
to work adjustment that the:

"ultimate purpose of WAT (work adjustment trafning) is to produce
an fndividual with a gound self-image of a particular kind of
worker with fdentiffable capabilities, vocational goals, and
motivation for contfnued vocational sgelf development. When he

i8 finished, he i{s ready for entering into trafning or in compe-
titfve employment."

Carrying the thought of Gorden Krantz on work evaluatfion over to work adjust-
ment, one might state that work adjustment has the object of daveloping within

an fndfvidual vocational atrengths for ind{viduals for whoa other techni,ues 4
of adjustaent heve not developed these vocationsl strengths and that will |
thus permit him to pursue a vocational course of actfon. 1

Both <ocsk evalurtion and work adjustment are activity approaches to assessment
and behavior modification.

I would note that there is an aceumulating body of research supporting the
work evaluation and work adjustment process. The Jewish Exployzent and
Vocational Service of Philadelphia (1968) under an experirental snd demon-
stration project with the Maupower Adminiatratfion has developed a work sample
system. Through research they have found that tie work evaluation helps

both the counselor and the counselee. The counseisr {s helped to (1) more
adequately fdentify the counselee’s problems, (2) establish better rapport
with counselee, (3) provide more information about the counselee's potentials,
(4) provide information froavhich to provide better vocational goals and
planning, (5) achieve lover ratio of referrals to §ob placements, (6) achieve
succesa in plscing the culturslly different, and (?) help referring counselor
to cope with employer's questions concerning skills, potentials and job sta-
bility. It was found that the counselee is helped to (1) accept complete coun-
aeling and placement services, {2) better understand himself as a worker,

(3) learn abou® different jobs, (4) modify his experience in cther work-
ralatad behavior in conformance with fndustrial atandards, (5) find and hcld
a job with opportunity for advancement, (6) gucceed {n training, and (7) seek
jobs (on his own) which were not 1imited to marginal or menial occupations.

Dennis Dunn (1969), in attempting to establish tha effectiveness of work
evsluation and vork adjustaent programs, reviewved a number of projects !
sponsored by the Division of Research and Demonstrsticn of the So.ial and '
Rehabiiftation Service, vhich was part of the Vocational Rehabilits fon
Adainfstration vhen the projects were undertaken. The finding of the pro-
jects with guch groups as the cerebral palsied, the mentally retarted snd

the esotiorally disturbed was that work avsluation proved to be effective. '
The procesa of vork sdjustment vas also found to be effective with varfous
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disability groups. Dunn also referred to programs sponsored by other agencies
anc reported the effectiveness of work evaluat.on In processing the disadvan- |
taged. Dunn noted findings by Gordon (1969) (1) revealing the effectiveness (
of the work sample approach in evaluating disadvantage3 youth and (2) estab-
1ishing work samples as a clearly outstandirg innovative development in
assessment.
The next question that might be asked is where do we find the processing
techniques of work evaluatfon and work adjustment. Until recent times,
about the only places in which these two techniques could be found were
rehabllitation facflfties. Recently, through the experimental project of
the Manpower Administratfon in conjunction with the Jewish Employment and
Vocational Service of Philadelphia, a set of work samples has been developed
and is being tried out in & number of CEP, WIN and Human Resources Develop- |
ment (HRD) programs in cftfes throughout the United States. However, thia i
program i{s limited mainly to a work sample evaluation technique which is i
predictive in scope. Work adjustment, which fa therapeutfc in scope, ia
still mainly li{mited to rehabilitation facilities.

,Work evaluatfon and work adjustment from the federal standpoint have in
the past been pursued chiefly bt the Rehabilitatfion Services Adzinistration
of the Department of Health, Education and Welfare. GCarth Mang.m and
Lowell Glenn (1967) have seen vocatfonal evaluatfion as one of the stronger
contributions that can be made by the rehaLllitation agency, especislly whep
cocperating with other federal agencies in manpower pro;ramc. They atated
that vocational rehatilitation could make a very unique contribution in the
cvalustion ares in combinatfon with other programs with other agencies. } )

There have been a nunmber of atudiea that have shown the effectivenesa of the
utilfization of rehabilitation facilities fn serving and meeting the needs | |
of the disabled and disadvantaged. Levine (1970) noted a etudy by Hillmsn \
and Martin of Florids State University of 14 demonstration projecta conducted
by the Office of Research and Demonstratfon of the Social .nd Rehabilitation
Service. These atudies reveeled auccess for vocational rehabflitation pro- l
grams and the rehabilitation of disabled welfare recipients. Of 2,614 cesea
on which complete data were availible, 44 percent waie closed as rehabflftated
and 34 percent (some to be rehabilitated later) were still being aerved. R
Only 6 percent of 1,147 recipients vere closed as rehabilitated and vere l
unable to get employment after their case closed as compared to 78 perceat ]
before. 1t wvas noted {n this process that there was careful selecticn of !
clients and the grocesa of aelection relied less on aptitude teata and more

on practicel aftuations and job aamplea. :

In & research project aponsored by the Offfce of Manpower Policy, !valuauon ‘
and Research (OMPER) of the Department oa Labor in conjunction with the '+
Asaocfation of Rehabflitation Centers (196/) the effectiveness of wocational
rehabilitation facilities {n aerving the hardcore unesployed vas explored. [
the project shoved that rehabflitation factilities could be utilfized n urvxng
the hardcore unemployed as identified by manpower programs. Some of the
groups researched included the rural poor, the unemployed populatios not
receiving any officfal agency aervice tovarda preparation and placement in
employment, individusla vho had recently obtafned medical atability after
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8 long severe disabling condition, mental snd physical disahilities of a
chronfc nature and minorfty groups. In overall findings, 46 percent of all
clienta who had participated In the facility programs had moved Into some
situations for vhich these programs were so designed to prepare them.

There were 32 percent employed in jobs and 14 percent who had entered formal
training. There was an additfonal percenta;e who were still being p-ocessed
of which some would become rehabilitated at the concluston.

Cne of the other findings of the OMPER study was that psychological testing
1d not appear to be as effective as the vocational evaluaticn procesas.,
though the latter is often more subjective, there was an ability to

rrelate observations through vocational evaluation with establi{shed criteria
or vocational improvement and placement. Further, the study indicated that
£ the two types of therapy, insight therapy and action therapy, insight

rapy wag used lass and less as the project developed and action therapy

re and more. Actfon therapy is s manipulstion of the environmeat to shape
e client for vork behavior and hopefully to change his attitudes about

e society of vhich he 1s a member. Wurk edjustment 1s action therapy.

o relstior to this finding for activity therapy, a similer finding was
ound for vork evaluation which aight be referred to as an activity evalus-
fon. The Jewish Employment and Vocatfonal Service of Philadelphia (1968,
+ 23) made the following finding in their research in the development of
ork samples. They noted that with:
"socially maladjusted or sliensted persons, emvtionally disturbed,
mentally retarded, and other clients who may not be responsive
to verbal communication, the sctivity spproach prosents a means
of eliciting and wodifying behavior vhere verbal and symbolic
techniques have failed. It supporte the counseling by (1) fso-
lating particular client traits vhich need corrections or
development, (2) providing s vehicle for reslity testing and
scquisition of a large repertoire of work related behaviors, and
(3) offering & weans of engaging a reafatant and reluctant client
in an {aitisl counselinp relationshis through making imsedictely
available for discusaion his experlerce in s work semple prograa."”

|
‘
i

Work evalustion and work sdjustment are tvo technologies developed in recent
years. They gre technologies which are ccncrete in neture and which permit
the famediste involvemcnt of the client and through which he may directly
vitnesa his performance. They sre activity oriented. This is the main
advantage of the techniques in serving the type of clientele being discussed
in this paper.

A ;

I stated sarlfer that consumer involvement 18 of extrems importsance with this

roup. flovever, consumer {nvwolvement, when the conswner 18 an fndividual
with poor education, lacking verbal akills, hes negative experiences tovards
#choollng and atandard types of testing, and/or from cultural groups suspi-
tious of profesaionsls, feo difffcult 1f not impossible with techniques of
standerd paychologicel testing and verbal and insight therspiea. The tech-
nologies of work evelustion and work adjustment perait the direct invelvement
and vitosesiog by the tndividuals {nvolved of their sccomplishment and
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progress. Working oa & work sample, whether it {s putting cu engine togetles,
working on a power saw, working on & business machine, welding, participatig
at a job in & gas staticn or other work-oriented activity, perzits direct
interpretation in a visual concrete manner by the individual involved. Tae
same advantage exists fa work evaluation through situational assessment and
job try-out. i
Interpretatfon and explanation of behavior with guidance for appropriate !
adjustoents when iavolved in work in a work adjustment situation hava the
same advantages as above., The work adjustment situation further permits
the manipulation of the envirooment in helping to meet the needs of the
individual. Consumer involvement for {ndividuals who lack zppropriaste
work experience, educational develcpment, positive sttitudes and appropriat
cultural experience is far more possible in work evaluation and work adjusc
zent ., -

™

As 1 stated earlier, there are those who can be processed thrcugh atandard
procedures of testing and counselinp. There are those who cannot benefit
from this system but who can be adequately assessed through work evalustion
and then programeed into training or job placement. There are residusl
groups for whom there must be & modification of behavior before thay can be }
programmed into training or job placement and for whom standard insight thefgapy
will not vork and for whonm the process of work adjustment 16 needed. There
sre those for whom work evaluation utilizing only work samples will ad:qutﬁly \
assess vocational strengths and from which they may be programed into tralb-
ing or job placement. There are others who need a more prolonged and usually
more subjective evalustion in a work sftuation in a sheltered workshop.

In developing & delivery aystem I stated that we must attempt to find the
most expedient snd efficient wethod., There is no single system that {s the
most expedient and efficieat. What appears to be needed is 8 sieve system.
The fizst step would be 8 determination as to whether or not an indfvidual
cculd be asseszed and helped through atandard procedures of testing and
counseling. If so, these procedures ahould be utilized as they tend to de
the lesst costly and quickest and fros which then programming inte training
and/or job plecement can be sccomplished. 1f the answer {a 1o, then they

may be referred to the process of vork evaiuvation. Here the quickest

process is work sample evaluation. This may be conducted in programs such

as those being asponsored by the manpover program or in rehadilitation facili-
ties programs which are mainly sponsored by the rchabilitation sgency. Both
of these process2s are on the same level, apnd one does not serve &4 & afeve
to the other one, dut they are utilized depending upon their avalledbility
within the community and emphsala of a particular federal program. In thia
process, 8 percentsge will be directly referred to training or job placement.
A further percentage will need additional evaluation of a more prolonged and
swbjective nature vhich s found in the gheltered workshopa, and that is the
situational aseesament technique. N

There ia, in #ddition, & technlque of work evaluation entitled job placement.
This is not discussed at this point in that it may be utilired in conjunction
with different levels of tlir systems being outlined here.

—
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i From the situational assessment of the sheltered workshop, there will be a

! Percentage of clients which may be then programmed directly into training or
} job placement, and there will be a percentage of clients which are not yet

: ready for this stage and for whom modification of behavior 18 required. This
}gxoup will be referrcd to sheltered workshops for the process of wirk adjust-
tent. It 18 through such a system as this that we can most effectively and
*Eficxently serve the needs of our clientele.

WHERE DO WE GO FROM HERE?

To answer this question, we firat must know where we are. There have been a
nusber of developments which have brought us to the point where we are today.
From the stendpoint of technology and professionalisn there is a small body

of bistory which could be reviewed. I ghall not review it in depth at this
time. For s history of the developmert of work evaluation, I would refer you
to en article written by myself (137U) in a recent issue of the Journal of
Rehsbflitation. The history of work adiustment has not been written but aspects
j of it have been referred to in varfous writings. Two important steps in the
development of work evaluatfon technology were (1) the TOWER Systen developed

> f by the Instftute for the Crippled and Disabled under the sponsorship of the
federal rehabilitation agency, and (2) the Jewish Exployment and Vocstfonal
Service battery of work samples developed under the sponsorship of the Maapower
Adidnistration. The work sdjustment technique has grown up through the shel-
tered workshop system with the main research and demonstration projects bdeing
aponsored by the federsl rehabilitation agency.

Recently professional training programs in work evaluation have bean ceveloped.
Another development to indicate where we ar2 1s the establishment =f & pro-
fessional organization for persons fuvolved in vocatfonsl evaluaticn 2nd work
sdjustoment, the Vocational Evaluatlon snd Work Adjustmeat Associatlon, which
1a & divieion of the Natfonal Rehsbilftatfion Assocfetfon. VEWAA has slmost
700 meabers.

This conference Ia the third in a aerfea of conferences. In 1969 the "think
tenk" in work evaluation, held st Stout State Univeraity, biought together o
nusber of experts from different backgrounds and from programs serving differ-
eat types of clients to (8) clarify basic concepta and terminology and (b)
delineste and resclve some dasic problems. The emphaais of tha conferencs
was to come to grips with theocreticsl snd philosophfcel issues fn work evalua-
tion. This was followdd by a conference in July 13569 st Denver, Coliredo,
sponsored by the Association of Rehabilitstion Ceaters, Stout sState University,
Arkansas Resesrch and Treining Center, Auburn Unfiversity end the Univarsicy
of Arfrons in conjunction with the Rehadbilitetion Services Admioistrsiion.
Tha purpose of the Denver conference was to explore the atate of the art of
vork evaluation todsy. 1t drought together an outatanding faculty and s well
resented group of partfcipants for papers and discussions on such factors
as (1) definirlon and goala, (2) methodologies and models, (3) organization
and sdminfstration of work svaluation programs, (4) manpowaer in relation to
preparstion and peeds of profesalonale, and {5) resesrch thet has beer voder-
taken and 1s needed. This conference npov being held fa one further step in the

process.
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We have a large population of disabled and disadvantaged individuals through- |
out the United States. As eath of you know, there i8 a considerable overlap i
between these groups. Agencies serving the disabled finl a large percentage ! |
who xeet the criteria of disadvantaged and hardcore, and those aerving the !
latter groups find a large percentage of individuals with physical and mental '’
disabilities. I am constantly amazed that with the number of agencies, pro-
grams and fundings that we have there is sti]ll a large bedy of persons for
whoa we canriot meet their needs. Undoubtedly, we need more funding, but 1
douwbt 1f we need any more additional agencies.

With the amount of funding that we have, 1 feel it is partially because of the
inefficiency of our delivery service systems that we are not meeting needs.
Rehabilftation facilities across the country share the same experiences that
we do at Stout State University in our Evaluation and Training Center. That
is, we 1dentify youthful offenders, the unemployed poor, welfare recipients,
etc., fa our communities who can ytilire our service, and for wvhich agencies
wish to refer them, but for which there are no funds. W/th all the programs
and agencies, I find this to be an enigma. What it says to me is thet we
have yet to develop a truly effective delivery system. Perhaps some of you
are getting defensive at this statement and are saying to yourself that {t 1s ;
uotrue, that we do have adequate ways of serving theae pecple. I will have to '
disagree with yov. i (

The Rehabilitation Services Administration under the Vocational Rehabilftetion
Act, and through the development and encouragement of rehabilitation facilitfe
and varicus programs, has developed an effective system for providing eveluat{
and work adjustment services to these individuals. However, funds are not
sdequate for serving all of the disadled let alone the dissdvantaged and other
groups. The Manpower Administration under such authority as the Manpower
Development and Training Act has instigated excellent programs throughout the
country. Such programs as Community Action Programs and Neighborhood Youth !
Corps have also underteken many excellent programs that meet the needs of dis-
advantaged and disabled people. However, they are lacking in evaluation and |
work adjustment programs. The client population ov-arlaps considerably. There
are beginning efforts of combining services rendered by the various sgencies,
such as the Atlanta Employment and Evaluation Center and the recent program |
developed in Utah combining manpower and rehabilitation in services. Bowever,
client needs go unmet beceune we have yet to sdequately come to gripe with the
problem of developing the wost sfficlent and «ffective delivery aystea.

Where do we go from here? We have arrived at a point where the technology has
been developed and where professional people are being treined, although we |
st11]1 heve far to progrese in both of these areas. There 18 a need to develop
a better delivery eystem. It is for thie purpose that you are here. You have
been brought together ot thia conference for the purpose of (1) delinesting the
terget groupe to be served, (2) developing organizetional patterns for service
delivery, and (3) recommending funding ercangements.

You must di.cide the terget groups to which the services are to be directed. %
Tais is of aven increasing importance in 1ight of the Family Assistance Plan’
thet is ehaping up in the federal government. You are then charged with
developing an organizational pattern for eervice delivery that will help to
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more effectively utilize the funds that we have and tn deliver service more
effectively than {a now being done. And, finally, the charge is to explore
and recommend ways of funding to meet the needs of the target group ard to
deliver the needed service systea. This should stress a more effective use
of funds and {dentification nf ways to secure additional funds.

There is a big population within the United Staten to be served. The needs
are urgent, and the times are critical. Where do we gn frnm here? That is
what this conference is all about.
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VOCAT IONAL EVALUATION AND WOPK ADJUSTMENT SERVICES IN MANPOWER PROGRAMS
by

Malcolm R. Lovell, Jr,

One needn't be a socfologist, demographer or economist to realize that the
manpower needs of our society have been drastically changing, particularly
in the last decade or 8o. Perhaps the needs themselves have long existed
in one way or another as they do now but simply were not fully perceived

by the varfous public agencies responsible for doing so. But certainly the
intensity and pervasiveness of these needs have increased rapidly, a reflec-
tion, surely, of the social upheavals in many aress of 1ife which character-
ized the 1960's.

The U.S. Training and Employment Service (USTES) hss particularly found
ftself challenged to more effectively meet the needs and demands of tha
times, to become more relevant, {f you will., The Employment Service has
undergone a severe 82lf-appraisal which in turn has led to a basic redefi-
nition of {ts missfon.

A passive policy which screens into the world of work only the currently
qualified and neglects the rest of the potential work force is both unfafr
and unresponsive to the needs of the na%fon. The Employment Service, as &
deliverer of xanpower services to poverty-oriented programs such as the
Concentrated Employment Program (CEP) end the Work Incentive Program (WIN),
must assume an active role in serving those in need. It has begun to assume
such a role.

The Human Resources Development concept (HRD) was introduced in 1966 to
enable the public Employment Service to fulffll its social and economic
responsibility to all those who went to work, regsidless of employment
barriers. The HRD concept cslled for the piovision of services, auch as
counseling, training, individusl sprreisal and orientstion to the wvorld

of work, for improving the employability of disdavantaged persona dy focusing
in a specislized manner upoa the needs of the individual.

" It wesn't until the sdvent of the WIN ptogram, however, thst a vehicle was

provided through which the HRD concept could become trans)ated from an

- abstract fdea into an active, ongoing program. The HRD Employability Devel-~

opment Model was introduced, and it is now an integrsl pert of all WIN and

[ CEP programs. In sddition, the wodel fs being incorporsted on an experimental

basis in 10 Employment Service locsl offices and may eventuslly become nations
in scope. Becsuse the Employability Development Model represents such a bssic
redirection of the provision of manpover aervices cnd brcause 1t includes

come new evaluation, assessment snd vork adjustment services, a brief dis-
russfon of it follows.
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Central to the model {8 the employability development team, a group of indi- .
viduals responsible for a limited caseload of enrollees throughout their
entire enrollment in the program. The téam provides (or makes sure others
provide) a full range of manpower and supportive services ifncluding outreach,
enrollment, assessment and counseling, orfentation, training, education, job
development, placement, job coaching and follow-up.

Each teim member, fdeally a counselor, job developer, work and training
specislist, coach and clerk-steno, brings to the total team effort his own
area of expertise fn afding the individual's progress toward employsbility.
Besides working with a client on an individual, one-to-one basis, team
menbers come together for pariodic group meetings known as case conferences
to review an individual's status. In conjunction with the enrollee, the team
develops an employability development plan which outlines hia short and long !
range goals, and the steps to be taken in order to best arrive at the goals.
Throughoit the period of implementation of the plan, Lhe te¢om works closely
with the enrollee to evaluate and reassess pregress, provide additional
supportive services, and modify the plan as it is needed.

It becomes clear, then, that through the team approsch, services become
personalized tc suit individual needs. The enrollee feels there fe a clearly.
defined group that s concerned about, and respousidble for, his development.
The team members, because of their continued, in-depth contacta with one
client, can be sssured that their efforta sre sppropriste in nature. The
team will be referred to several times throughout the following discussfors. |

Tests are one of the most frequently used tools in making vocational evalua-
tions and assessments. The GATB, or General Aptitude Test Battery, vas
published by the Employment Service in 1947, and has been the test most
widely used by the Employment Service. It consists of 12 separste tests
which yield aptitude scorcs fn the follewing ufne arecas: intelligence,
verbal aptitude, numerical aptitude, spstial aptitude, form perception,
clerical perception, motor coordinstion, finger dexterity and manual dexterit:
The last two ere measured with the use of apperstus while the other sptitudes;
are wmeasured by paper and pencil ¢ .- ., The GATB assumes that many kinds of |
teats can be condensed into severa. factors and that a large veriety of {
occupstions can be clustered sround the similerity of abflities required.

The aptitude gcores derived from the GATE were gtendardized on a genersl
vorking populstion of adulte, and the occupstional nurms were developed '
from studies of persons slready in the occupatfon or about ready to enter H
the occupation. - \
The SATB's, or Specific Aptituds Test Batteries, are combinations of varfous !
GATB tests and are used when selecting and referring to specific joba fn !
which the applicant hai hed no experience or treining.

The Kuder Iaterest Inventory and the Employment Service Interest Check List
are other {nstrumests that have been utilized to varying degrees.
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A pumber of questions have been rafged about testing minority Jroup merbers
and those who are socloecon>mically and educationally disadvantaged. Admin-
fstering the conventional tests intended primarily for the white, middle~
class indi{viduals may result in invalid test scorea, mintaken conclusions,
i{nvalid predictions and fnappropriate decisfons. Some feel that no testing of
the disadvantaged shouid be done at all. Yet we know that essesapents and
evaluations must Le made in some vay and that subjective judgment alome, even
based ou the greatest degree of experience and the most sensitive of percep-
tions, {s often no wmore accurate than psper and pencil testing. <{A significant
new development in evaluating the occupational potential of the disadvantaged
i1s now being used in several citfes - the work sample. This will be discussed
in the orientatiou section.)

There are several teste now being developed by the Department of Labor which
are designed to provide fairer, more relfable and valid ways to assess the
disadvantaged. The Nonreading Aptitude Test Battery (NATB) {s & nonreading
version of the GATB, and it is intended to measure the occupatfonal aptitudes
of disadvantaged fndfviduals with limited education. Occupationslly relevant
information simjlar to that obtained from GATB testing will be provided by
the NATB. Plans are being made for the further development and standardi-
zatfon of Spanish language versfons of the GATB and NATB.

The USTES Basic Occupational Literacy Tests (BOLT), to Le released sometime
early in 1971, will be used to sssess the sctusl (ratiier than the potential)
level of the applicant in basic literacy skills. As well, BULT, through
research on employed persons, will be used to sssess the literscy demands

of varfous occupations. BOLT will replace the commercial aptitude tests

now in use Sa the Eaployment Service such #s the Adult Basic Leatrming Examina-
tions and the Stanford sand Metropolitan Achievement tests.

The Department of Labor has contrected for the development of 8 bfographical
informatfon blank (BIB) for uge in fdentifying persons in need of employs-
bility development before they are job ready. The BIB may measure factors
such as sttitude and habits vhich are relevant to job performance. It will
e made svailable sometime in 1971,

Any test, regsrdless of ite feirnees of content cx how it is scministered,
may still intinidate those people for whom tests in the past have presented
s tesl threst. The resulting anxiety can, aud does, seriously sffect the

rightened about taking tests to develop confidence In their test taking

quty of one's performance. Preteating orientation techniques help persons
£

ability. Alresdy sveilable sre a booklet, "Doing Your Best on Aptitude

ests,” which offers pointers on test taking, and the Pretesting Orfentstion
Exercises, which offer prectice {n test taking. Other techniques in this sres
are currently being developed.

{
Manpower progrars such ss WIN and CEP heve found it incrasingly necesssry to
provide some sort of orfentstion and sssessment progrem for thelr most dis~
advantsged clients, prior to plecing them in jobs or trefuing. Objectives of
such a progrsm sre, by bringing together and concentrsting over s specified
period of time many resources snd techniques, to help an individual assess his
strengths and vesknesses in skill, to determine his potentisl and fnterests,
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to assess habits and attitudes relating to work adjustment and to relate all

of theae things to chooaing & realistic vocational goai. These orientation
programs, which usually vary in duration from two to six weeks, consist of

many different combinations of evaluation and assessment activities, classea f
and discussions on a myriad of topics, etc. Orientation and assessment I
programs are structurzd enough to be effective and to be considered a defi-
nite component of the entire program, but flexible enough to suit tne needs

of the individual enrollees.

The previously mentfoned work sample technique is often combined with the i
orfentation and assessment progrsa. The work saumple technique is a gemi-
standardized instrument developed and tested by the Jewish Employment and
Vocational Service (JEVS] in Philadelphia, Pennsylvania. It 3s chiefly
concerned with ascessing the potent a8l of a client for whom the more
traditfional testing tools are fnadequate.

Work samples (& series of 28 or more) simulate real job tasks involving the !
use Of actual job materials and equipment and are designed to give individuals
the feel of activities associated with various kinds of jobs.

Luring the adainistration of the work sample, which normally takes two weeks, t
an individual is observed and evaluated by specially trained staff membera
on his accuracy of performance, learning speed, expressed job interssts, wvork
attitude, acceptance of authority and other work-related bel.aviors. At the \
end of the two-seek administrstion period, the counselor and other staff |
mesbers have gained crucial fnsights into the person's work tolerance, job
preference, learning sabflity, etc.

|
¥any less atructured kinds of assessment and evaluatfon take place during an
orientation program. The ataff has many opportunities to observe the indi-!
vidual in varfous aettings and situatfons. Clues to those attitudes, beshaviors
and habits which may be relevant to one's functioning in a job aetting can be
acquired from the various classes, group discussions and other sctivities i
vhich a person may participste.

¥hatever the assessments and evaluations of s particular individual, it ia
abaolutely neceassry for the staff to help the person understand what these
things indicate for him. He s given as thorough a knovlecge as possible of

his alternativca in the labor market, for example, vhich means knowing the E 4
tc.,

types of jobs avsiladle, epeciel requirements of the jobe, expected vages,
80 that he may realistically compare "vhere he 1s" to "where he vante to go
and make hie decisfons vonsiatent within that framework. E

Besides ssacsement and evsluation, asother (and closely relsted) objective of
o0 orientation program is vork edjustment. The poseidility that prodlems may
manifest thaseelves after a person has already beea pleced on a jodb could de
greatly reduced {f the proper ettention s given to thea st an early etage {
in the progrem. REmployers have been m.re villing to hire disadvaataged appli-
cante {f they know that the spplicante sre prepared to accept such work-a-day
realities as: tardinese and absenteeism are not coosistest vith holding a job,
aome mattera of conduct must be consistent with given job requirements, etc.
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Also, there are problema tasat msy exist very early in the program which are
80 very basic that if not discovered and sttended to may serlously impeir
the person's ability to even remain in the program, much leaa remafn on
the job. Exemples of thede types of needy sre inedequate day care, aer!jus
medical needs ond presaing legal prublema. These concerns fall into the
general area commonly known as supportive servicea and are now considered
sn integral, rather than peripheral, part of employability development. It
is incumbent upon program staff to see to the best of their abiiity that these
needs are met, efther with the program's own resources or through ancther
sgency, 80 that £ person may continue his unhampered fnvolvement with the
program.

Classes and dfscussfons In work adjustment may covor a wide range of topics,
all related in varying degrees to the individual's chances for success on
the job. Some of those most frequently covered in manpower orientation
programs sre:

1. Job inzerviews - what to expect, how to ask and answer certsin

kinds of questfons, how to fill out applicetions, what to wesr,
etc.

2. Individual expectstions of the employer - prompt and sccurate
payment of wages, perscnnel fringe benefits, adherence to
ssfety regulstions, sdequate supervision, etc.

3. What the employer expects of the worker - prowptness, s full
dey's work for s full dey's pay, reguler sttendance, etc.

4. Transportstfon knowledge - how to use & transportstion system,
: the confideuce to get a°- . ad, the coste Involved, etc,

5. Personsl hygiene and grooming - how to dress sppropriate to the
. occasion, hésith habits, proper diet, etc,

6. Personal and family budgeting - how to make and live with
budgets, set priorities, how to shop comperstively, etc,

7. Other money management - the use and sbuses of credit, how to

svoid situstisns that may lesd to gernistment, how to calculste
legitimate deductions from wages, etc.

The stricture snd methods of commumicetion used in assessment and work edjust-
sent sctivities in orientstion programs naturslly wvary accurding to the nceds
and desires of esch locele, It 1s generslly felt thet lecturing, or "talking
at," should be kept to & minimum. Discussion periods are weed often to pre-
sent miterisl. Besides encouraging involvement of group meshers, these
sossions help eveluste vhers one is going and how much 1s getting across.
Fileld trips may provids firsthand experience and information that cannct be
gained 1o & classroca. Alds such as filme, tapes and poetry ars being used
veory crestively in many progrems.
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Croup counseling techniques are proving useful in maspower programs. The more
subtle and ¢ petimes unexpressed problems and feara that the enrollees are
experiencing often can more easily be detected, dbrovght to the gurfale and
confronted in a group setting. Group techniques of all kinds provide the
types of gelf-exploration and evaluation which complement a one-to-oue coun-
8:1ing relationship. Group counseling provides an opportunity for freedom of
expression and a forum for valuable feedback from peer group members. Tech-
niques such as role-playing in a group session may dramatically fllustrste and.
bring to the surface problema dealing with self-image. /

1
|
|

The imoression should not he left that evaluation, assessment and work adjust~
weat activities can, need or should only be performed in the context of @
regular formalized orieatstion program. Indeed, many work sdjustment and
assesement gervices are continuously available and are provided st any appro-
priate point during an eanrollee's fnvolvement with the program. :

Actuallv, assessments and evaluations are made from the point of entrance 1ato »
4 prograa. Where the team concept is opersting, the team members come to;a‘tbu
st regular intervals to reviev, modify, assess and reassess the {nformation ar ’
hand, and to relate the insights gained to the enrollee's {ndividual aployfa- '
bility plan. Evaluative reports, both written and verbal, on a person’s progp
while he 18 in a particuler program phase or component (orfentatfon, basic
education, treining, etc.) are periodically sought. Individusl tesn membere
ensure continuity of service by mainta‘ning personal contacts continuously \
throughout the progrum. In this way, any early signs of difffculty which may
arise and thresten to adversely affect the person’s enployahility development -
fanily trcubles, problems with treining courses, interpersonal difffculties,
etc., ~ sre discovered.

At this point, {t may be appropriste to give apecific mention to the cosch ~
a relstively nev figure in federsl manpower programs, yet whose ever-increasing
presence {s strongly felt. Coaches are most often parsprofessionals, indi-
genous to the population being served. The cosach, because he knows the
commmity and {te pecple, helps dridge the communicatfon gaps that 80 often
exiat betveen middle-class professionsls and those they sttempt to ssaist.
The coach {a the team (or steff) member who ususlly gats to know tho {ndivi-
dusl best on & personal, informal dbesfs and may gerva ss the enrolles's
advocate to the tesam and the tsan’s tepresentstive to the enrollee. Ths N
cosch can mske inveluadle assessaents and evaluations and express thoss
ins{ghta that may be obscured from the oiher teem or ataff menbers. The
cosch also follows up on the earcilee's activities, providing closs personal
support st every point in employsdbility development.

There ars sone manpover programs (koown se work experience programs) whoss
primary purposs {s to provide work experiencs rather than just a job or
specific job training. One of thess s the Neighborhood Youth Corps program
(NYC), suthorfeed b~ Title 1 of ths Ecopomic Opportunity Act of 1964, WIC
fe designed to provide gesuine vork experience to disacvantsged youth fa o
supervised work setting so that they will begin to acquire work hadbits end
attitudes that will ensble them to obtain and hold Jobs {n the competitive
Q Job market.
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The NYC In-School and Summer prograns sxe also {ntended to enable the parti-
cipsting youth to continue their schooling by providing financisl assistance
in the form of wages received from a summer or part-time job durtog the school
year. High school drop-outs enrolled fn the NYC Out-of-School Program are
encoursged to resume thair education on efther a full- or part-time basis.
Although the inftial goal of NYC was prinarily to provide work experfience
alone, this emphasis te gradually befng ghifted to encompass a full comii-
anation of effective manpower snd supportive services, including skill

trafning and remedial educatfon.

Operstion Mainatrean is similar to NYC {n that {t provides work experience
to prepsre {ts enrollees for competitive employment. However, Operetion
Msinstream serves disadvantaged adults, many of whom are 55 years or older
and vho reside mainly 1in small communities and rursl areas. Most of these
people have a hiatory of chronic uneaployment and macy were on welfsre rolls
immedistely before earollment in the program. Supplements to sctual work
experienca may include skill training, basic educatios and counseling. More
than @ third of the enrollees have found regulsr joba az a result of the
skills gainad while working in the program. In sddition, there is clesr
indicstion that business snd community lesders sre sltering their hiring
uq'gl‘nunu to provide jobs for Mainstreswm enrollees.

Thus fer we have deslt with vork sdjustment efforts made defore s person

ia sctually placed in his employment gosl. 1t 1s obvicus that there {s
ce:rhinly much work sdjustnent to Se done sfter s person s placed on s

fqb. Yer, this is one factor that manpower programs have t¢o often over-
1qoked {a the past. Placement 1B & job wes frequently considered the

final responsibility of s progras, the end goal. But, resther then bdeing
tl‘c last step for the enrollee, Lt has often been just the beginning. For
many, the trensitfion to 8 work situstion is indeed one of the sost traumatic
u\‘d critical pointa in the entire program.

Manpover prograns sre now realizing that a wide range of support services
sugt be mafotained ss loug 8s necesssry snd/or possible to ease this transi-
tion, end provided to all those wvhose success on the job would be endsngered
wvithout continued support, This sort of sctivity (knowvn as job follow-up
or follow~-througa) consists of such things ss:

1. Meking sure the job {s what ft's supposed to be
2. Helping the enrollee snd employer sdjust to esch other

3. Making sure that the enrollee's supportive needs sre being
met (edequate dsy csre, for instence)

i 4. Assisting enrollees whose jobs don't work out to find new
Jobs or get more training.

&n the past, any follow-up thst wes done sfter job piscement was carried out

aa vnaystematic, rendom basis. It wes often considered s "luxury” service -
nice to do {f you have the time." Now ft {s coasidered to be 8 crucisl pert
f an earollee’s entire employsbility development process, snd {t is the ape-
ific responsibility of the tesm to provide this service to the enrollees on
te caselosd.
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That these types of supportive activities are also provided to the employer
is reflectfve of the attitude that work adjustment i{s a two-way endeavor in
wbich the employer plays an important role. The employer is informed that
tre tean (or other staff members) is ready to provide on-site assistance in
<esolving problems that may srise on the jJob which are threatening the
adjustment of the enrollee to the employer and the employer (or his workera)
to the enrollee,

Sometimes the employer agrees to provide his own supportive and work adjust-
ment services after hiring an individusl, Such is the case with the Job
Opportunities in the Busincas Sector program (JOBS), which is being carried
out with the participation of the Nationsl Allfiance of Businessmen via fixed
unit cost contracts between individual employera and the Department of
Labor requiring the "hire-train-retrain” concept. That {s, the employer
firat hires the {ndividusl and then provides, on a reimdursable baasis, all
those trainiag and supportive services necessary to facilitate the person’s
adjustment to the job situstion and to sssist him in gafning perman-nt
enployment status. A full renge of supportive and remedial services are
funded through the contrs~ts, including counseling, testing, basic education,
employment orientat{on and coaching in conjunctfon with the on-the-job
training. Any extraordinary training and/or rchabilitation costs needed to
train the dissdvantaged worker to be fully productive may be funded.

i
The JOBS program is only one of the many fnnovative approaches to "the [
problea™ vhich must bs undertaken., Experience has by now hepefully taught
us that no one sgency or frogram can adequately desl with sll of the serious .
necds of our society. Not only must we in di{ferent sgencies dedizate our
selves to resl cooperstion of effort with each ott:r, but we must velrome,
encoursge snd asaist sll those segments of society that are able to make
significant contributions.
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Washington, D.C.
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SOCIAL WELFARE PROGRAMS AND VOCATIONAL EVALUATION
AND WORK ADJUSTMENT SERVICES

by
Dr. Juseph Hunt

It 1s a great pleasure to vis{t again with many ’riends aad colleagucs {n &
program that brings tegether officials of government programs in social wel-
fare and rehabilitation, manpower, university, voluntary agency and facility
personnel. It is no secret to you that social welfare, vocational rehabili-
tation and manpovwer progranm objectives have much in common. Fundamentally
they are identical in purpose, for the end result ve seek Ls the well-being
of people. We work toward that goal in somevwhat differing ways, but
basically what we are all trying to dv 18 remove the causes of auffering
and want, to provide the reans through which people can help themselves.

¥hen the new Community Services Administration was established in September
1969, it brought together, in cne unit of SRS, children's services (AFDC
families and child welfare services) and social services to the azed, blind
and disabled. The Community Services Administration is utilizing a coopera-
tive approach with other programs and agencies f{n developing plans and gervices
needed by dependent families and individuals who have the potentfsl for self-
support. There '3 an urgent need now to bring greater numbers of people
receiving assistance into the self-support progrcws and to strengthen the
supporting services and the income maintenance program to assist them {n moving
to self-support,

One of the most significant AFDC provisiong of the 1967 Social Security
Amendments was 8 Tequirement for a plan and program for service for eaczh
appropriste relative, including other adults in the home as well as older
out-of-achool children, with tue objective of assuring to the maximum extent
the achievement of employment ard self-sufficiency. Each individual service
program must {nclude a specific, action-oriented serfes =f activities to carry
out this objective,

I. Identification of Target Groups

To discharge its responsibility for making available services for self-
support for AFDC recipients, the public social welfare agency should
1dentify the target groups to be served, the specific nature of thefr
Ploblems and the services needed to overcose such prodblems. This infer-
mation provides the basis for development and provisfon of agency ger-
vices and the development and use of comsunity rescurces.

Target groups: Services for self-support of AFDC reclpients focus on
two broad target groups:
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A.

Aduits and adolescents who are able to move into {rmediate work
training or continued formal education and employment. This group
includes:

1,

Adults whose age, health conditions, home responsibilities

and social acceptability to the labor market support readi-

ness for training and employment; those with employment skills
but who require assistance Ln job finding and placement for

a variety of reasons, intluding economic dfslocation, temporary
absence from the labor market because of health or other reasons,
seasonal and migratory labor condftions, etc.; and those re-
quiring upgrading of skills. This catepory includes unemployed
fathers and those mothers who have sufficient skills and related
capacities to mwove {nto an fumediate training program or employ-
ment and whose family responsibilities do not constitute major
obstacles.

Youth -~ those who have capacities or skills and personal
acceptability to the labor market to enable them to move inte
immediate work training, continued formal education or employ-
ment. This fncludes high school dropouts, young persons
discharged from the military service and youth who have
graduated from high school and who nced vocatfonal training
or who have capacities for higher education.

Adults and adolescents wvhose age, health conditions, home conditions

or social scceptability to the labor market precludes immediate
training and employment. A wide range of services are uecessary
for this group in order to (1) assess real potentials for self-
support, (2) determine feasidle timing for training and employment,
and for (3) the initiation of realistic trainfng and employment
plans.

This group includea:

1.

Those mothers who because of the children's sges, health or
other special problems, illness or incepacity of busband or
other family meaber, etc., are required to remain at howme,
and for whom self-support is a longer-range objective. For
these mothers, prevocational services may be provided as part
of a long-ternm plan to assist the mother, as appropriate, to
prepare for training end esployment. Also included may be
wothers who appesr to be intellectually limited or who have |
never been eaployed and sre fearful and fnexperienced in the
wvorld of work.

Dissbled, incapacitsted or retarded fsthers who because of
disability or Incapacity have suffered & decreese in or
loss of skills, or who have never had s successful work
experience; snd fathera in correctional, hospitsl and
other tnstitutions vho have no marketable skills. Certain
sesbers of this group may reguire gheltered work experience
to evaluate ".efr potential fcr trafning and employment.
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3. Deserting, scparated or umsed fathera with borderline exnploy~
ment status largely due to lack of education and work skills.
The loss or gbsence of the father through desertion, separa-
tion or inabiliry to eater into marriage often brings
repaining family mechers and individuals to a dependency
state that threatens family and individual stability, and
generates a varlety of serfous child and youth problems,
Productive, stable and satisfying employment for such fathers
can form the basis for recouciliation, support or marriage
and increased family solidarity.

4. Adults end youth with indivicual 1imitations, such as:
a. Little or no education
b. Physical or mental disahilities

c. Lack of past experience or 1ittle opporiurity to
develop effective work behavior

d. Lack of contacts with the social matnstream which
has resulted in f{gnorance and fear ahout inftiating
and developing nev contacts and relationshi{ps {n
th2 comuunity

e, Persoaality problems that prevent acceptable
adaptations to trafning and employment.

Employment Potentials of Welfare Recipients

Our mogt recent statfstics on the types of pecple on welfare have signt~
ficance.

The majority of reciplents of the adult assistance programs are unem—
ployable - the recipients of cld-age sssistance, aid to the blind
and afd to the permanently and totally disabled. Their age and
health characteristics indicate that employment potentials in these
groups are not too promising.

On the other hand, there s a large employment potential among reci-
pients of aid to fanilies with dependent children. There are some
60,000 unewmployed fathers irn this category, all of whom could pre-
sunably accept jobs. Of the 5,000,000 children receiving assistance
approxizately 475,000 are sged 16 and over; 89 those children leave
school, most of them becone employable. Finally, the largest group
of recipients vith employment potential are the nearly 1,500,000
AFDC mothevs. Estimates of the nimber of mothers who can become
eaployable range from 200,000 to 700,000 or even higher, depending
upon the asaumptfons made 83 to the mothers'training potential, the
kinds of Jobs which can be made available, srrangepents which can
be made for the care of the children, etc. The survey we conducted
earller this year indfcated the following sbout the AFDC mothers:
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- 219,000 vere already working, efther full- or part-time, but
needed AFDG supplementation.

- 113,000 were either enrolled in a vork or training program
or awalting enrollment.

- 228,000 were physically or mentally incapacitated for employ-
ment . ;

~ 114,000 had no marketable skills in relation to the kinds
of employment available.

~ 577,000 vere needed in the home full time as homemaker,

-~ 86,000 others were actively seeking work,

- 167,000 others were not in any of the groups I mentioned and
were not actively seeking work.

The employability potential in the AFDC pepulation is also illustrated
in the high tumover rate in the program. The average case has only
recefived gasfntance for less than two years. Several hundred thousand
cases leave the progzam each yesr, including a large proportfon who go
off because of the employment or Increased earriings of someone in the
family.

At this point, it might be well to provide a few examples of assisting
AFDC persons to prepare for, obtain and hold gainful jobs.

Number of AFDC Percent of
Fanilies Receiving AFDC

_Probler Service Sexvice, 1959 Caseload

Lack of knowledge or Counseling, 829,900 51%
motivation for employ~ guidance and
ment disgrostic

services
Need to ffnd work or Referral for 430,400 26
have training for employment or
vork work training
Illiteracy or other Acult basic 161,400 10
educational need education or

hgh schoel

equivalency i
Need to overcome Yocational 166, 300 10

disab{lity or health rehabilitation
barcier o employ- services
ment \

37 "



O

ERIC

Aruitoxt provided by Eic:

'
s I,

Hunt

Role and Responsibility of the Public Welfare Agency in the Provision
of Services for Self-Support

The multi-problems and multi-service needs of the memhers of the
target groups and thelr multi~difficulties in securing coordinited
delivery of essential services substantfate the need for intensive
social rehabilitation services under the asupices of the public
welfare agency. Because of ita knowledge of the characteristics and
needs of the group to be served as well as {ts experience in admin-
istering basic income maintenance, community planning and social
services, the public welfare agency ic in the most strategic position
to bring to bear the full range of services required for self-support.
At the same time, it can afford the continuity of relationship which
is basic to the client's need to identify and a feeling of belonging
and hope. Caseworkers, group workers, auxiliary staff and volunteers
all play an important part in this process. Thelr services are
likely to be most effective when they are easily accessible such es
through a neighborhood service center.

The wide range of services required {nvolves a variety of combinations
usuilly provided by several professions and agencies such as social,
health, educational, employment services and vocational rehabilitation
programs. The public welfare agency carrtes responsibility for pro-
viding leadership in community planning for the necestary development
and strengthening of these related programs. This involves taking

the initiative in establishing close working relationships which

are basic to the effective use of existing community resources, e.g.,
vocational rehabilitation, employment services, vocational and general
education, health and child care programs. Intersgency agreements
should apell out the respective responaibilitiea of the various pro-
grams to facilitate plannfng for, and provision of, services. The
local Employment Service office, for example, is looked to as the source
of information regarding local labor market needs and typea of train-
ing required plus servicea available in the way of evaluation, counsel~
ing, training, job placement and Zevelopment. The vocational rehabili~
tation ageacy, for example, is looked to as a resource for the severely
disadvantaged with phyaical or mental conditions for vocational
evaluation and work adjustment services. Similarly, working agree-
ments should be entered into with departments of education, health
agencies, courts, etc. Community-wide efforla {nvclving industry,
churches and various other organitations ghould be mobilized to
develop resourcea such as adeqiate day care servicea, training
programs, etc., designed not just solely for public assistance
tecipients but for all those genbers of the community who sre in peed
of thea. Maximum use of other community resources 1s made in securing
services by referral to, and srrangements with, the sppropriste agenciea.
When such services are mot otherwise available, they may be purchased
by the public welfare agency or provided directly by ita own ataff
depending vpon which 1a more economfical and effective at a particulsr
point in time.
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Iv.

Individual Employability Planning

The use of the {ndividual employability plan by public welfare
agencies administering work experfence and training projects under
Title V of the Economic Opportunity Act demonstrated the value ..
this approach. I would like to discuss the highlights of oui exper-
fence with I.E.P. in the Title V program.

Evaluation of the employment potential of each adult and youth in

the target groups I identified earlfer wes the first step under the
Plan to move individuals toward self-support. The evaluation in-
cluded such {nformatfon as the grade level attained in school,
previous work history and skills, use of tools, test results, physical
and mental health, personal characteristics and fdentificatfon of
individual and family problems that might hinder training or employ-
went including assessment of the feasibility of a mother's employment.
The case record in the public welfare agency already contained mich
of this information, espectally {n the social study which {s pre-
pared on each AFDC family jdentified as requirlng specified services
such as those for self-support. Ad4itional dfagnostic services

were obtained from other programs, notab’y vocational rehabilita-
tion and employment service.

Based on the overall assessment, a specific vocatfonal goal was
established as soon as {t was frasible to do so. With maximm
participation ¢f the reciplent, services were outiined on a differ-
ential basis determined necessary for the achievement of the goal
for the particular findividual and a course of acttcn planned with
specifics in terms of content of training activities, schedule

and duratfon. Such long-range individualired tralntng plans made
provisicn for a person to move, for instance, from a basic literacy
course or minimal work experience assignment fnto a higher skill
program. Progression tock place within a single program or between
programs. Plauned progression enabled a puwlic assistance client
to move toward stable employment which assured an income above the
poverty level. To stop with training which enables one to move only
to a marginal employment situation removed individuals from the
assistance rolls temporarily but did not achieve self-support on a
continuing bdasis.

The public welfare worker monitored the individual employability plan
ard in many Title V projects saw that it was reviewed periodically

by & team composed of the employment counselor and representatives of
other disciplines as appropriate, e.g., medical consultant, vocational
rehsbilitation counselor, adult education instructor, psychologist,
ete. Perlodic review of the plan, at regular intervals of at least
every 60 days, assured that the planning for employment and provision
of services were closely related to the individual’s changing needs,
intereats and capacities. It was found important to fdeatffy special
problems or abilities early so that appropriate adjuatments could

be made in the tralning prograa. When work-training ‘and educational
programs were appropriately tailored to fit each individusl sftuation
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with provision for modification as indicated, it fostered maximum
participation on a voluntary basis.

Later, the WIN program legislation included provisfon for "{ndividual
employability plannfng" by manpower agencies.

Guiding Principles in Program and Individual Planning

The goal of self-gupport is best achieved when it {s directed to:

A. Planning with the individual for trafning and employment within
the broad context of strengthening fndividual and family func-
tioning. In respect to employment of mothers, there is a
corollary and more impelling goal that children have the maternal
nurture and care essential to their physical and emotional health
and development,

B, Giving continued recognition to the basfc importance of meeting
needs for sdequa.e food, shelter and clothing as a prerequisite
to sustained and stable socisl and economic rehabflitation.

C. Helping {ndividuals to achieve stsblc employability status.

D, Establishing the client {n employment thsat is personally and
economically revarding.

2. Continuing appropriste self-support services to parsons who are
not currently available or ready for training or employment so
that prepsration for training and employment can be initfated
aLk the earliest feasible time.

F. Utilizing fully and appropriately resources and skills of
related professions, e.g., phyaicians, vocatioual and
employmsent counselors, teachers,and of related prograas,
e.8., vocationsl educstion, various job training and related
servicea of the U.$S. Department of Labor, and vocational
rehabilitation,

G. Enccuraging maximum participation of the client in the design
of an {ndividualized plan for training and employment.

H. Recogniaing the varfability of fndividual capacitles and
abilftiea and the deflcita {mposed on personality character-
fetica, attitudes aad valuea and aelf-confidencs &8 & reault
of many yeara of depzivation and community faclatfon.

I, Assisting and encoursging the expansion and development of
community resourcea and aervices that are essential to more
ready accesa to economic independence.
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J. Considering in all individual planning the fundamental
characteristic of human beings - a8 drive toward self-
realization through learning, growth and experience.

In closing, 1 wish to emphasize that velfare clients in numerous localities
need more and better evaluative services than they have received in the
past. The prodblems of many welfare clients are complex. Little relisnce
can be placed on guch predictors as age, sex, education and type of
disability, for no one factor carries a commanding weight in explaining
outcome, For this reason, comprehepaive evaluations and services, taillored
for each person, are needed to help these persons. If this is done, I
believe we can achieve the SRS objective to improve self-suppert programi
under present authority, and to prepare for efficient transition to the
new vork motivated income maintenance system by July 1971. Our SRS goal
for fiscal year 1971 is to have in training 200,000 PA recipients through
WIN and 115,000 disablel PA recipients through vocational rehabilitation.
This goal will be accomplished 1f we all utfilize our best ideas and gkills
cooperatively {n planning, developing and implementing prograzs that are
sensitive and meaningful to disadvantaged people.
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HUMAN EVALUATION: THE NECESSARY INGREDIENT
by

Edward Nevman, Ph.D.

As we organize to achfeve program cbjectives, we try to develop and utilize
the best possible management techniquas. I submit to you that the acid test
of our administrative effectiveresscomes ct the time whin our programs inter-
act with the livea of th~ human beings they were designed to serve.

It {3 axlomatic that before one sets forth on 1 cou~3e of action he should
analyze the problem situition, obtain the facts, and develop his plan on the
basis of his appraisal of these facts. This Is especially important when we
as representatives of government or voluntary groups sre dealing with people,
troubled people. While it would seea that T am laboring the obvious here, it
has been my observation that too often in the pust wa have overlooked the
ocbvious {n planning programs to meet the needs of people with problems. As we
discuse new approaches to the fntricacfes of social tectnology at this confer-
ence, let us keep one thing foremest fn our minds: the human dignity of those
{ndfviduals who come to us for help.

BRIEF BISTORY OF VOCATIORAL EVALUATION

! In the United States, as in the woridwide rehabilitation movemen., it became

an established concept that before one helps another person, he had better plan
carafully what he intends to do. Thus, in rehabilitation we speak of the clien
cantered approach with fta fndividualired method of client participation. We
axtand the word "diagnosis’ from medical aspects to the entire range of factors
vhich influence a persou's ability to function in socicty and fn work. The
counselor first gathera Information, then evaluates the aftuation; he forms a
plan and then {mplements it, rizdy to make adjustmenta. In common rehabilita-
tion parlance, this "routine” fndividual evaluatfon fa referred to as case
atudy aad diagnosis.

Much of the early development of formalized and structired evaluation procedure
vas done in the field of occupatfional theraps. ¥Prom here, the developmeat
apread rapidly to rehabilitation centers and sheltered workshops. . As the pro-
cesa becawe known outside of the OT departments, further ploneerfng work was
done at the Institute for the Crippled and Dissbled fn New York City. The
aetting {or evealuation fncluded the training facflities in vhat waa called

tha Guidance Test Class. Then the Institute reported on its Cercbral Palay
Work Classification and Evalustion Project, and later daveloped tha well-
koown “TOWER Systea" - Teating, Orientatioo, and Work Evaluation fn Rehabili-
tation. :

Continuing this brief background treatment with omissfon of many detafla, ve
now go to 1936 and an HEW publication prepared by Henry Redkey and Barbara

! White entltled, "The Pre-Vocatfonal Unit in a Rehabilitation Center." It

delineated the purpose, staffing requirementa, physical plant and equipment
needs, and the procedures of an evaluation unit. The publication cited two
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developments of historical signiffcance to facilities in general and evaluation
specifically: (1) the 1954 VR Amendments, which authorized assistance by
states to rehabilitation facilities ("estadblishment™), and (2) the Medical i
Facf{lities Survey and Construction Act of 1954 (Hill-Burton). The latter /
authorized the constructfon of comprehensive rehabilitation facilities, with ,[
the specific stipulstion that they include vocational evaluation services. ‘
iy
|
|

We may conclude this overview by noting two more landmark eveats: the 1965
Vocatfonal Rehabflitation Amendments, which provided for the construction and
improvement of facilities under Sections 12 and 13 of the Act; and the 1968
Vocational Rehabilitation Ameadments, which (1) authorized grants for woca-
tional evaluation and work adjustment services for disadvantaged individuals |!
under Section 15, and (2) authorized the use of a portion of Basic Support I
(Section 2) funds for the coastruction of facilities. |
As the evalnatfon process became more structured, rehabilitation pnctitioulnl
found it a useful aid in working with selected cases, usually the severely ;‘
dissbled or so-called "difficult cases.” In other words, vhen the counselor,
within the constraints of the tools available to him, did not feel capable
of making the judgments necessary for development of a rehadbilitation plan,
he would refer his client to a rehabilitation facflity for comprehensive
evaluation. Thus, such evaluatfon procedures {n a facility were never con-
tezplated for all the dfsabled, but only for those whose special problems
necessitated theam.

YAR(ETIES OF YOCATIONAL EVALUATION

It should be 1ecognized that there are varied apprcaches to vocational eval-
uvatfon. Usually there {8 some use of standerdized tasks where quantity of
pexformance is messured within a time period, following the psychometric
model. These tasks may involve sorting nuts and bolts, stuffing envelopeas,
or making smsll assemblies. When the tasks are ressonably complete and
comparable to an actual jodb or part of a job, they are called job samples,
which may be true simulations of work stations {n industry.

The process usually includes the use of selected psychometric tests, including
iantelligence tests, aptitude tests, and interest faventories and in soms
cases personality tests. Such tests are useful and should be availadle for
use 48 the situation requires. The limitations of psychometric testing, oa
the other hand, were among the reasons why work evaluation procedures were

born. !

4

In vocational trafning settings, training tasks become work tasks, which ara
moxe reality oriented than tha usual standard task created for evsluation
purposes. Tha assessment of aptituda for a job is mada on the basis Oof pro-
gress in learning rather than on & cross-sectional element of s job.

i

Another approach fs to use real work. This may be in a sheltered workshop,
in an instftution such as & hospital, or vith a private employer. Except
as lim{ted by tha scope of availadble work, this has all the i1dvantages of
the trafning situatfon. Reasl work provides more opportunity to observe
performance in groups and ability to get along with other workers.
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Vocational evaluation has the objective of assessment and guidance. As could
be inferred from the {llustrative different approaches, ther: Iz almest slways
mn aspect that could be described by such terms as work conditfoning therapy,
pre-employment readiness services, job attitude development, etc. These
elements tend to describe what 18 called work adjustment services. Only in
specific fnstances can these be clearly distinguished, in practice, from
vocetional evaluation.

We have, for example, facilities known as "curative workshops.” By this or
sny other name, these are occupational therapy type operations in an environ-
ment more like a workshop than an OT departmrot. The wain purpose is to
develop work tolerance, and the supervision i3 mainly medical. But even
here, evaluation is present. Another example .f operations which are orieanted
to work adjustment as agalnst work evaluation ar¢ the "milieu therapy" situa-
tions. Usually applied t> psychiatric clienlele, these are programs in work-
shops and other facilities where the supervision, for example, is directed
according to therspeutic needs. A foreman may support one client and put
presaure on another, or apply such positive or negative refnforcement to the
same individual at different times. Incidentally, “"the group effect" and
often planned group processes or group therspy are present in many of the
existing operations,

Vocatiooal evaluation and work adjustment services have been integral parte
of rehabilitetion centers, workshops and, in at least one instance, & pwlic
adult wocational school. The latest development is the free-standing eval-
uation center as {1lustrated by the Atlanta Employment Evaluation and Service
Center and the Vocstionsl Evaluation Center of Washington, D.C., both
operated by the public vocational rehabilitation agencies.

The above illustrative approsches are not exhsustive. They are not spplied
discretely in this or that setting, but in combinations. The renge in
ocomprehensiveness, clientele specialty, organizational settings and physical
plant vary widely across the country. The common thread in evaluation as
practiced in rehabilftation 18 made up of the elements of & client-centered
approach, a wultifaceted assessment of human factors (not just work factors),
an interdisciplinary procedure, work sdjustment and a service planning
Fgoct. Steandardized and normstive measures may be present, but the
cliafcal art" 1s always present.

YOCATIONAL EVALUATION AND THE DISADVANTAGED

As previously mentioned, comprehensive evaluation has been applied to eelected
clients. In the more recent yeare, the oversll rehabilitation effort has
turned more and more tovard the poverty groups. The Atlanta Center, for
example, has 8 clientele entirely mgde uwp of dissdvantaged. (It was originally
furded by OP0O.) The District of Columbia facility aleo serves disadvantaged
individuala. With the sdvent of the "War on Poverty™ and the rediruction of
federal programs toward serving the dissdvantaged, rehabilitstion has bdeen
called upon to Join in the effort, together with other public and private
resources. In nearly every instance, the rehadbilitatice sssignment has
eaphasized evalustioa.
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Rehabilitation drew the attention and study of others, and its methods were
emulated. One observer who chronicled the strengths arnd weakness of reha-
bilitation from the viewpoint of manpower Policy saw evaluation among the
stronger lessons and contributicns from rehabilftation. In a report of an
analysis entitled, "Vocational Rehabilitation and Federal Manpower Policy"

by Garth L. Mangum and Lowell M. Glenn, it was observed that the public
program has numerons cooperative arrangements with schools, instftutions,
velfare agencies, voluntary service giving organfzatfons and prisons. It

was further observed that the key element In these Joint activities was the
provision of evaluation services. "Indeed," it was taid, "some cbservers P
suggest that if a coordinated manpower program were cver establfshed VR could
make 8 uniqQue contribution to this (evaluation) area."

FAMILY ASSISTANCE PROGRAM

Down the pike we have a consideration of great signifficance financially and
in regard to programming. The proposed Famlly Assistance Plan (FAP) legis-
latfon will add new responsibilitfes to the wozatfonal rehabflitation progran.
All fncapacftated FAP recipfents must be referred to VR in order to be
excused from the requirement that they register for work with the Employment
Service. We could foresee, slso, that the Employmcnt Service will be refer-
ring other identified disabled people who come to them {nitfally to VR.

We shall need to work together in carrying out cooperative employabflity
programs for all FAP recipients. Vocaticnal rehabilftation also has the
responsibilfty of evaluating people to determine aid certify incapasitatfon
incluling perfodic reevaluations.

Under present assunmptions this could entafl doing an estimated half-million
ox 80 evaluations and axother half-million recertifications. Maintafning
our effor® with public assistaisce recipients we could expect another 80,000
who could Ye elfigible for service under our traditional criteria. Problems
of funding are not yet resolved but the RSA positfon would have the
evaluation-zertification process similar to the disability determination
process in the Social Security Program or 100 percent federal funding.
Since manpow:r and supportive services under FAP are at 90-10 matching, we
are seeking 50~10 for VR services to this populatioa. If our way prevails,
there will be expanded gervice without need for new state money fn thia area
because of the formal change.

-+ ——

i
I

SECTION 15
]
The 1968 Amendpents to the VR Act suthorized the state rehabilitation sgencies
to carry out & program of vocational evaluation and work adjustment services
for disadvantaged people regardless of whether they were physically or men- |
tally disabled, Grants wera to be allocated to the atates on 8 90 percent |
federal matching basfs, according to a formula tased on population. For i
FY 1969 $50 millfon was authorized; $75 mfllion for FY 1920; and $100 millfon
for FY 1971. The legislatfon placed apecific atress on outreach, referral 1
and advocacy aervices.

i oo
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In early consideration of administrative polfcy, RSA enlisted the assistance
of the Department of Labor, since this was to be a community serv.ce made
available to other agencles, and referral to and from such agencies would be
crucfal to the program's success., Mr, James Walker of the Califcrnia VR
agency described the services by analogy to the dfagnostic auto clinic.

Such a clinfc does not compete with other automobile repalr shops (It does
not do actual repafr work.), but provides a special diagnostic service to
any or all of them. It was planred to glve first priority to serving the
clients of manpower and welfare agencies, specifically in connection with
Concentrated Employment Programs and WIN. The "outreach" function was seen
as the responsibility of other agencfes in many {nstances, in order to avoid
duplicatfon. Our programming was also to be tied In to CAMPS.

Inftial consideratiris of the capacity of facilities to serve the disadvan-
taged are relevant. If the assumption were made, for example, that the
average cost per client would be $1,000 and there were $50 million available
(after administrative costs), some 50,000 clients would be covered. Crude
estimates from fa:ility space and utiliratfon data :ndicated that the client
loads could be increased by only 9,000 to 18,000. Thus, with full funding,
resourcés other than existfng facilfties would have to be used. We talked
about expansfon, about second shifts, and use of new environments to conduct
evaluation actfvities.

An Interesting aspect of the program is that the state VR agency was named

to administer it and, at the same time, be one of the users of the progran.
The legislation provided that it was to be distinct administratively and
financially from the regular VR program. VR was to be among the cooperating
agencies which referred clients and received eligible disadbled referrals
after evaluatfon. The program, then, would have a significant role in
casefinding and, {n effect, would focus resources on serving the disabled
disadvantaged in the basic or "Sectfon 2" progrem - an objective which

remains a top priority in the state-federal vocstional rehabilitation program.

The 1968 Amendments vere enacted in July. It was Novesber before the FY

1569 appropriations vere made, The Section 15 budget request had been "in
and out” several times, but was not included in the final appropriation. SRS
attempts to begin the program on & pilot basis though a supplemental appro-
priation d1d not materislize. Mearwhile, regulations yere approved by the
Secretary, conferences were held, and proceedings were published containing
models for prograa operation. States tegan planning for {mplementation, and
in California legislatfon vas passed specifically authorieing funds for

the progras.

Whenever Section 15 was mentfoned during the FY 70 budget-making process,

it vas clear that a project rather than formuls grant method of funding

vas favored, although the legislstion provided for s formula grant program.
Ultimately, no funds were budgeted for Sectioa 15. The Act does not specify
an suthoritation beyond FY 1971, but provides that "only such sums may be
appropriated as the Congress may heresafter authorize by les." Ve are,
hovever, seekirg an extension of this authority vwith an established annual
suthorftation.

‘1 }‘ 4)
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P1LOT PROJECTS IN EVALUATION

In the President's budget for FY 1971, we find $3 nillion earmarked for
"Section 15-type” projects under the Research-Demonstration item. The

R & D authority {s, then, the primary basis for consideration of the imme-
diate contribution vocatfonal rehabilitation may make {n assisting the dis-
advantaged through work evaluation and adjustment services. Essentially,
Section 15 1 aimed directly at bringing a defined part of the vocational
rehabilitation program into the manpower and welfare fielda. It is therefcre
necessary to have a clear understanding as well as suppori and cooperation
among all concerned agencies. We should also discuss our subject with proper
recognition of the implications of the proposed manpower legislation and the
proposed revisfon of the welfare system. We must also be cognirant of the
implications arising from the reorganisation within the Social and Rehabfli-
tation Service which formed the Community Services Administration, and of the
pending legislation for family services. In each of these, there are implica-
tions for utilizatfon of the rehabilitation mechaniam for the delivery of
evaluation services through Interagency arrangements.

IBE FUTURE OF SECTION 15-TYPE ACTIVITY "

How can the rehabflitation evaluation process fit into the comprehensive
huaan services system? Those of us from the public and voluntary rehabili-
tation agenciea would aay that we have a significant role in evaluating the
needa of the diaabled-disadvantaged in thie country; yet, uware as we are

of the linitstiona on firances and othar resources, ve know that we nced
help. A definitfon of roles is required, and & plan for cooperstive program-
aing. While not all the disadvantaged will have a cosprehensive evaluation,
they are, by definition, people vho should have & wmuch more intensive evalua-
tion than they have received fn the past.

One posaible point of depsrture is to sgree on the principle that wboever
would try to help these people ahould do so with a atrong fnftial element
of individualized fect-finding and analysis of tha personal situations.
Following this, wve would suggest emulation of the rehabilitation model.
Anong other things, thia implies the participation of rehabilitation prac-
tittoners, or rehabilitation unita, fo the vurtoua sanpover and other human
service operations and projecta.

We may also consider eatablishing the premise that other agencies routinely
utflize the medical compcnent of the public VR resource, and that &ll &iasbled
peraons on the applicant 1ist or rolls of other agencies be brought to the
attention of vocational rehabilitatlon peraonnel. This does nop necessarily
pean taking dissbled people out of theae other programs; rather, it mesns
close cooperation among fndividusla and programs that sre being utilized to
help these people. In fact, the participation of disabled persons {a man-
pover and other programs needs to be fncressed.

(1]
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The Manpower Adminfatratfon programs, for example, currently conduct some
kind of evaluation of their clientele. Based upon work dome by Jewish
Vocational Service of Fhiladelphias, an organiration {workshop) of the
tehabflitation family, the job sample technique of evsluation is aleo belrg
used. In some projects, but not all, there is medical screening. In some
instances, at least in the psst, medical sarvices have been provided through
contract, for example, with public health ageacies. In a more widespread
practice, medical services of a minor nature are being provided and paid

for through state VR agencies. {Rowever, these do not include screening
exaninations for all enrollees.) Rehabilitstion persoannel are stationed on
location in several CEP's and other operations., What we need to explore are
umethods whereby these related efforts better complement each other.

We should decide 1f the following basic assumption cau be agreed vpon and
used as 8 ground rule: In the vhole manpower and human-socfal service

field, the resources of VR in the area of evaluation are needed - in addition
to any related efforts that ate mounted by the manpower and other agencies.
From this groundwork, the problem becomes one of how to organize and fnoteract,
and to delineate target groups. One direct and fmmedfate application 1s¢ in
the pilot programs proposed {nthe FY 1971 budget under vocational rehabili-
tation Research and Demonstration. I would like to aee interagency projects
of subatantial funiing and scope 50 88 to make & good demonstration and &
good working laboratory for future development. In considering térget groups,
one can visualize that the pilot program under R & D may consist of projects
where, in liafted geographical areas, cooperating sgencies would refer all

or nearly all of their applicante for evaluation. With verying degrees of
prescreening, this vas moTe or less what was aeen {n the interpretaticn cof
the legislation under Section 15.

An alternative would be to establish a more structured selection system

with succeeding step criteria. In this situation the local mix of coopera-
ting agencies vould each conduct varying degrees of evsluation for different
enrollees. The VR operation, for example, could handle those with apparent
disabilitics and the more complfcated cases, along with those vho are having
problems {n the procoss or who are dropouts.

In view of the eatimated high prevalence of disabilfity among enrollees in
manpover programs, and also recognizing that there sre many severely dis-
abled in any target area vho never gain access (o such programs, you may
wish to discuss the 1imiting of VR eveluation services to the dimabled.
With this handicapped populstion, the specific authority fn Section 15 is
not necesssry. However, other aspecta of the legi{alstion are pértinent
s guldelines, Whether financed through & formula distridution or oa &
project basis, there is definitely a need for funde. Ths current and
future commitments under Section 2 will not begfn to sllow #2 implementstion
that vill ahow aa impact. Incentive or esrmarked financing is the only
reasonsble way to mount theae programs {n tha ghettoea and other deprived
aTess on an order of magnitude consfstent with the nation’'s need.
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Another method of financing is joint funding with seversl agencies contri-
buting to the operating budget., Based on actual experience, appropriate
contributions could be set according to the client -aix. An alternstive
would be to develop agreements regarding referral criteria and then pay

a per~client fee for the evaluation services. These types of financiel
support could be supplemented by state~federal VR funds for evaluation,

and 1t is not beyond the realm of possibility for such support to come

from the Section 2 VR monies {as long as expenditures frow this source can
be identified as serving the disabled portion of the clientele}. As pre-
vicusly pointed out, however, the Section 2 money is limited. Some &5 -
states already receive their maximm allotment of federal VR funds, which
rules out the use of other sources of “state share" to obtain federal money.
Joint funding, then, i3 applicable for consideration but 1s not & practical
solution to operations under Section 2 unless additional and earmarked funds

are appropriated, and such Section 2 funds aTe accounted for as being applied

solely to disshled individuals.

While the focus of our attention i3 on evaluation programs to serve disad-
vantaged people without regard to a VR elfgibility-related disability, it

is apparent that VR is contributing significently to manpower programe,
within the confines of currently funded operations. As we extend our cbser-

vations and planaing past this conference, all these opgoing situations should

be taken into account. That 18, our subject of study will not be unduly
restricted to the R & D projects, which should be viewed as & "minf spplics-
tion™ of Section 15 on a pilot basis. )
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NRA VIEWS VOCATIONAL EVALUATION AND WORK ADJUSTMENT SERVICES
by
E. B. Whitten

The fnterest of the National Rehabilitation Assoctiatfon in vocational evalua-
tion and work adjustment, 1 think, fs well known to everyone. It has been
one of the organizations over the yesrs that has promoted the rehabilitation
center and the workshop, now we say rehabilitation facility, as being an
absolute essential {in carrying on sny well rounded rehabilftation program.

1 came to this coaviction nearly 20 years 8go; I have never deviated from it.
1 think it i truer today than it ever was, and, of course, out of the reha-
bilitation facility movement have grown the vocational evaluation and vork
adjustment programs as We know them today.

One can argue a lot about where it all started, and when historfans start out,
lots of times they don't go back far emough. For instance, NRA has had publi-
catfons continuously since 1932 without missing an issue. Going back into the
early and mid-thirties you'll find the very same concepts ve're talking about
here discussed under the title of work therapy. We refined these { deas, but
the idea of the work environment as a place and a situatfon in which a handi-
capped person could find himself, underatand himself better and develop his
potential for whatever it was he vanted to do with his life has bren with us

a Iong time. And, by the way, I suppose that having said that, I mighe just
let that be the definftfon of vocational evaluation and work sdjustment for
what 1 em talking about here, except that I want to get lnto Section 15 of
the Vocational Rehabilitatfon Act more, because I don't think many people
teally wderstand vhat ft {s. I have never heard anybody really give a com-
plete description of what it is and how it would have operated or would
operata {f it ever got funded,

In the first place, Sectfon 15 is not a wvccational evaluation and work sdjust-
ment title. It {8 an evaluation and vork sdjustment title. In other words,
vocational evaluatfon is a part of what could be carried on under thia title,
and vhen we descrite and define evaluatfon (and I'm speaking with sore confi~
dence here because this bi11 was drafted in our office}, it waa NRA'a expla-
Batfon on which the fnterpretations were based. NRA mobilized support for
£t. Olive Banister wvas one of the people teatifying, Natha. N:lan another
and quite a number of others. Whether that is to our credit ot pot, 1 don't
kaow., Nothing has rome out of it yet but a lot of talk. But, you know, 1
th{ok that maybe thy talk is beainning to do some good.

: 4

There are really thee levels of evaluatfon and adjustment tha:: «re dlscussed
fo this title. Sin:e this ia to be a separate fdentifieble progras and not
part of some other :rogram, one has to draft the legislation fn such a way
that oae can 40 sny hing that needs tc be doie in connection with carrying
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out the purposes of the Act. I am sure no one would want, 1f he were setting
up a vocational evaluation and work adjustment program, to think in terms of
one agency doing part of the job, another agency some other part, etc., before
he could take the individual for "vocational evalvation and work adjustment."
Therefore, we have three levels in the law.

The first level is a preliminary diagnostic study to determine that the indi-
vidual is In fact disadvantaged, has an employment handicap and that he needs |
a service. This first level {s really a acreening process., And every facility
that attempts to carry on a program of this kind ought to have a carefully
defined screening process. (I think oftentimes we are very, very sloppy about
this preliminary screening.)

The second part of this evaluation and work adjustment service is a thorough
diagnostic study consisting of a comprehensive evaluation of pertinent medical,
psychological, vocational, educational, cultural, social and environmental
factors of employment. This is the kind of evaluation that a good rehabilita~
tion agency, public or voluntary, would carry out as a basis for developing

any rehabilitation plan for an individual, vhether or not definable, identffiabl
vocational evaluvation and work adjustment services are being rendered.

The third level, and this 15 where our work evaluation services come in, is
services to appraise the individual’s patterns of work behavior and ability
to acquire occupational skills and to develop the work attitudes, work habits,
work tolerance and social and behavioral patterns suitable for successful job
rerformance including the utilfzation of work, simulated or real, to assess
and develop the ind{vidual’s capacitfes to perform adequately in a work environ~
ment. i ;
1
I am sure that if the 65 people here were to write thefr definition of evalua-
tion and work adjustosent, each one might do it differently, but the concept '
in Section 15 fs quite clear. There are other features of the legislation:
first, the screening evaluation; second, the compreheisive general evaluation;
third, the vocational evaluation and work adjustment; and fourth, any other
goods or services that may be needed by this indiviual in the process of
receiving these other three services. This means oune could pay for a client’s
room and board 1f he did not have a place to lfve while providing him this |
service., Or one could do any one of a multfitude of things if this were con-
ducive to making the program s success. }
{
Also fncluded under Sectfon 15 are outreach, referral, advocacy and the admin-
istration of these services. Again, the reason one has to do that iz that |
if an evaluation and vork adjustment program is going to have to stand alone,
administratfon has to become a part of the service to be paid for. 1 am not
sufe that ve need special legislation for such things as outreach, referral
ad advocacy. Yet, we do perform these functfons so sketchily, that 1 had
a feeling we needed to apell out these concepts so regulations can be devel-
oped to emphasize the fmportance of :hese gervices. By the way, I thought
that Section 15 was very clear until ve started draft{ng the regulations.
(1 vas just extended the courtesy of sititfng in on the discussfons with the
{ staff.) Then wve found there vere sose problems we had not anticipated.
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Now, if what I have described is yhat we mean in Section 15 about evaluation
and adjustment services, here 13 yhat we mean yhen we talk about the fndivi-
dual who Is eligible for the services. This is the second important element
of any plece of legislation. The first concerns what services can be paid
for, and second, who will receive the services. Now, about who we are going
to help, I vhat to say that I think some of the most frustrating language

is being used fn connection with all these programs nceadays. I do not see
how anybody could have done wors. {f he had studiously applied himself to

try to make the biggest mess he could out of the words used. Wnen they talk
about disadvantaged people on the one hand and handicapped people on ancther,
as if the handicapped are not disadvantaged and the disadvantaged are not
handicapped, and we even use such peculiar terms as the disadvantaged handi-
capped and the handicapped disadvantaged; one wonders L1f there is any better
vay to get people all balled uyp in that, 1 am serious about this. If this
conference could address itself to some questions of this kind about which
something might be done, we might make some steps forward that we could usge
as a basis for a great deal of advance in the future. When Section 15 was
drafted we had to decide whether we would talk about people whe are handi-
capped: (a) by physical disability, (b) by mental disability, or (c) By
social-economic deprivation; or whether we would talk about the disadvantaged
people who are dismdvantaged as a result of: (a) physical disability, ()
mental disability, (c) economic deprivation, and so forth, We chose to use
the term "disadvanteged individual® in the broadest Eense, assuming that all
of these people are disadvantaged and that there were a number of different
lelasses of disadvantaged people, of which one is the handicapped person as
lgefined In the Vocational Rehabilitation Act and another is {ndividuals
‘d{gadvantaged by reason of their youth or advanced age, low educational attain-
.'ment. ethnic or cultural factors, prison or delinquency records, or other con-
Cltions which consiitute a barrier to employment., In other words, we said

11 of these people are disadvantaged, but they are disadvantaged for different
reasons or for 1 combinatfon of these reascns, These, then, are the services
that can be provided under Section 15, and these are the people that the
ervices are suppcsed to help.

here in law has there been spelled out a model for evaluatfon and work
djustment services as clearly #s in Section 15, There nay be some other
egislation in which two or three lines appear that refer to the fact that
ne I8 supposed to do something of this sort and leave it up to the adminis-
ration to draft the regulationa, but this 1s a model that appears in law.
think it is clear in its concept, and if it were financed, 1 think it

ould probably do more than anything we have discussed to bring order into
hat {s undoubtedly a very chaotlc condition with respact to the provision of
npower services to the population in this country that needs such services,

e bill wvas drafted &s a grant-in-aid program with formula grants to the
states, mainly because we do not like project programs. We make n> gecrets
Aout it, Everybody in RSA and others that we worked with know that. We
think projects should be for the purpose of demonstration ard experimertation,
and ve believe 1in that atrongly. But we believe whenever one develops a
program and {t has proved Its yorth that there ought to be a formula grant
>rogram, and people ought not to have to come to Washington with speclal
srojects in order to get them financed. This kii:d of work has been going on
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for many years. There was no douwt in people’s minds that provisions of
Section 15 would work better as a formuls grant program, nationwide in scope,
supported to the degree that the federal government and the states would contrj-
bute to its support. We still think that would have been a good idea., How-
ever, as Commissioner Newman has said, we are starting it off with $3 mfllion
of Section & project grants, and, this being true, we ought to make the most

of 1t. We hope they are good projects, that they will make an important
contribution to refining the concept and {n showing what can be done on a
statewide and a nationwide basis.

1 tried to explain to the cormittee at the hearing how the evaluation and
work adjustment program would work. In the first place there would have

to be, of course, an evaluation agency, some agency through which the money
18 channeled, just 1ike manpower money and rehabilitation money have to be
channeled in & certain way. We have assumed all along that at the local
level & rehsbilitation facility or facilities would be the core inatitutfon
in providing these services. Incidentally, let me challenge you Tight now
by proposing a project. I would like to see a project developed in some city
or part of a city in wvhich every client that comes to the vocational reha-
bilitatfon agency will be sent routinely to a facility for an evaluation
such as ve talk sbout. Routinely, this would be the first sto;. I think it
would definitely be worth expersmenting with. 1I've been telling people for
pany years that eventually most of our rehabilitation counselors are going
to be working out of or associated with rehabilitation facilities. It is
not happening quite as rapidly as I thought it would; yet, already the move-
ment {8 quite noticeable. I would say & fifth or more of the DVR counselors
at the present time work out of or with rchadilitation facilities.

Now, assuning that the evaluation activity would go on {n & facility in coopeya-~
tion with the funding sgency, we explalned to the comittee how it might work;
and the typea of recommendstions that might be made. In the firat place, you:
might recommend that the client ts ready for work and suggest the kind of vor*
that would be most suitable., And, by the way, I think this would probebly be
troe in & great many cases that compe through the manpower programs, Second, |
you might recommend that the client has definite work potential and sstisfac-
tory work habits but needs to be taught a skill. Leads will be <iven with
respect to the most profitable area of training. Tn other words, t'!s is &
vocational education sitvation. Be needs vocational educatien, He o-.sn't
have a skill - that's his main prodleam. Third, you might report thst i“e

client cannot be expected to be successful fn competitive employment at t e | ;
present time. He needs help in developing sstisfactory work habits and a3uial
sxilla. A periocd of work evalustison in a sheltered workshop would probably '
help him. Fourth, you might recommend that the work potential of a client !
1s so low thst a lengthy counseling and adjustment program will be required
to achieve any degree of success. And recommendations might be made with I
respect to the kind of program that would be most sdvantageous. Or fifeh, ]
you might recommend thst this individual cannot be expected to woik. He ia |
going to require support from some organized source for & long period of time,
1f oot indefinitely.
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In addition, recommendations might te made with respect to the hest agency
that is availahble to serve the individual. I cannot help but feel this
would do more than anything else one could conceive of to clarify the issue,
to justify the extension of services, and to bring order into a chaotic
situation. And I do pot mind telling anybody that I think the rehabilitatiuvn
movement is by far in the best positiocn to provide this kind of service, and
1 am not talking gbout anybody's agency taking clients away from anybody
else's agency. It's not that at all, But the agencies that have bad the
most experience, of course, ought to be able to do tha best job. You will
recall that earlier Dr. Newman quoted from Garth Mangum's "Manpower Policy
Report" prepared for the Department of Labor. Upen completing the report,
Dr. Mangum returned to the faculty of the University of Utsh, He is high
among the governor's counselors in the field of msnpower policy. Utah made
the vocational rehsbilitation agency the agency of choice to provide the
vocational evaluation and work sadjustment services, They are trylng to bring
some order {nto the program, and this could very well become a pattern as that
report mentfoned. No, it never would be a pattern because ve don't do things
by patterns in this country, but it might be a preferred methodology to get
this job done.

Now, I want to say just &8 few things before concludirg. Evaluation and
adjustment services are needed by numerous individusls who are the clients of
a nunber of different agencies., I don*t think anything that has been said

80 far at this conference would Indicate any difference of opinion sbout
that. We must have refined methods of “.elping individuals to understand them-
selves und their potentials and to gain motivation. That reminds me that,
about the time that the 1962 VR anendments were passed, the 1967 amendments
to the velfare law received mixed reactions. On the one hand people were
saying it vas s slave lador progran and on the other hand people belfeved

the amendments would keep the country frva going bankrupt by making all
welfare recipients go to work. People {3 HEW were diaturbed about the work
provisions. Most of them never vanted such a provision in the Act anyvway,
particularly velfars personnel. Niss Switzer vas worried about the regula-
ticns that were going to be developed. Ome day I sald to her, “Mary, thls

is the most rfdiculous thing I'va every heard of. You can't make anybody
work., You just iiw. yuur priorities. The first ones you're going to help
are golng to ba the ones who want to work, and you'll find more people
wanting to work than you will sver have training slots for." By the way,
that's & word I vish you would vork on a little bit too. I have a good story
about slots. Out in Utsh the Employment Service had 60 slota for Indfana in
southwest Utah, and they dfdn't have any Indisns. The atate rehabilitstion
agency had & lot of Iadisns on fta rolls that ‘were preparing for vocational
training. So the rehabilitation agency leut the Earloywent Service 60
Indfans to fill thefr slota. When the training was completed they retumed
to the rchabilitation ageacy rolls; and faa't that fine cooperation. Both
of them, you see, got credit - cne for rehabilitation aand one for filliag the
slota. Everything worked out fine. Bat anyway, we retognite and accept the
fact that evaluation and work adjustment services are needed by a Jot of
people in order to help them, to help them understaxd themselves and what they
can do. We kaow that people are going to be coming to rehabllitation, manpover
and socfal welfare sgencies and to fnstitutions of various hinds fin search of
help.
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1 am on the Department of Labor advisory committee which is now trylag to
vork out the regulations for goveruing work in mental hospitals. All of
the agencies that are going to be working with these people have about the
same concepts of what ought to be done. Unfortunately, different agencies
use different terminology to describe what they are talking about. For
instance, if I get things straight, orientation in the Employment Service
{s sbout the same as work evaluation in the state rehabilitation sgencies.
Anyway, it {s unfortunate that we have different terminology to describe 1
similar programs, We have different standards for referral, thet is, as to |
who needs what. We put different limits upon the ‘time allowed in a facflity
for the evaluation of our clients. We have different pay structures. And
sometimes it muy actually look like we are bidding for the services of the
facility, We have different ways to evaluate the effectiveness of the ser-
vices given or purchased. Too frequently we have inadequate standards or
wo standards at all, This {s unfortunate and needs attention.

1

I am fully cognizant of the limitations of a conference of this kind. 1
think we expect more of conferences than caa possibly be accomplished. But
that's no reason for not having the conference. To me it would be a very
fine thing, and I would be happy about ft, if in this conference you could
begin to develop the machinery through which common terminology could be
developed, common definitions of what you are talking sbout when you use
these terms, and agreement on the various levels of rehabjlitatfon. Some

of you call them models — different levels of evaluation that are needed
with various target groups. Also, you might begin to cevelop a common basis
for reimbursing facilities for the services taey provide. This would be a .‘4 ; N

|
i

'

great help to everybody. If you started the machinery in motion that could
result in manpover, rehabilitation and social) welfare agencies, together wi
the voluntary sector, working closer together on common probdleas, you will
have accomplished much. And you don't neéi an international couference to

ft. You just need a handful of the right people who can and will labor stu-
diously. The matter of who is going to administer a prograwm and the matter

of whose pocketbook is going to be used to pay for the service could be very |
well put into their proper place somewhere Cown the 1ine. It is going to

be hard enough for any agency to get money to do anything well during the

next “vo years, I testified before the Appropriations Committee this morning,
and fortunately I had both the chairman »f the subcorndttee and the minority
feader there. They sat there and looked me {n the eye and listened to every
word 1 8aid, and 1'm sure they 'mderstood what I meant. And pot a ooe of them
sald a word when I got through except, "Thank you, Mr. Whitten,”" No eacour~
agement whatever, Of course, no discouragement efther, but to me that's slvays
discoursging when they don't ask you any questions. I don't know what it
means. but 1 just know things are tough when it comes to trying to get money,
particularly any more money than this Adnfnistration has recomsended to
Longress.

1 have thought that rehabilitsticn does have a unique contribution to make
{n the development of manpower programs. I have thought, a$ 1 have ssid
before, that rehabflitation could play & bigger part, but no one &c far at
1 know, no rehabilitation sgeacy, wants to be the manpover agency of this
country, and 1'm serious about that. I have never hesrd anybody in a Tehs~
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bilitation agency say that he thought the rehabflitation agency ought to
become the manpower agency. L think that is the last thing anybody [n
rehabilitatfon wants to do. It certainly is something I would never, never
promote.

I think that we are going to have to work together more clasely than we have
in the past. You know, a lot of good things go on locally, with zgencies
working together. I have observed them; I have participated in them. Ycu
find peocple of good will. And if they recognize a copmon problem they all
get to work os it. Lots of times they do really wonderful things, not
publicized like they cught to be. They do what they do in spite of what
goes on here in Washington instead of because of what goes on here. For
instance, it took nearly two years for the departments of Labor and HEW

to work out an agreement as to how to 3dminister the minor medical pregram
of the manpower agencles. Congress authorized the program and then would
not give them any money saying, "This is rehab's job, let rehab do it, let
them pay for it." Understand, when I say this, it's not with 111 will. 1It's
not that at all. It's just the lethargy that comes with everybody feeling
like he has more to do than he has time to do, not enough staff, not enough
time, and someone driving him to do scme things that he may not think are
quite as important as those things he would 1ike to do. The result is
things get put off. However, people in Washington, and I think this i{s at
all levels of the goverument from the White House on down, are more serirus
than they have ever been before about the absolute necessity of nore careful
coordination at the legislative level, at the regulatory level and at the
service level. And I do think we are going to give the best test Je have
ever had, in the next few years, to determine whether or not we can all
work together in our respective agencles for the common good of the people
we are hired to serve, or whether the whole setup i{s going to have to be
torn wp and another star% made.
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RESEARCH AND DEXONSTRATION PROJECTS AND INNOVATIVE
APPROACHES PERTAINING TO VOCATIONAL EVALUATION AND WORK
ADJUSTMENT SERVICES IN MANPOWER PROGRAMS

by

Jesse Davis

The Pivision of Experimental Cperatfons Research of the Office of Research and
Development {n the Manpower Administration monfitors research for trafnfng
prograns funded under the Economic Opportunity Act (EOA) such as the Neighbor-
hood Youth Cotrps, New Careers, the Concentrated Employment Program and under
the Social Security Act fn the Work Incentive Program.

{

'i'he BOA was enacted {n 1964; however, research did not begin until fiecal year
969. Much of the early work consisted mostly of partfcipant observatfon in

ich we hoped to get a "feel" for climate, needs and program operatfons and
o fdentify problems, to get baseline f1formation on what was happening and to
ormulate the needs f{o more clesrly defined research {ssues.

ome of the things that soon became apparent were that enrollees were not
quipped to be competitive: in the world of work and lacked many of the skills
od aptitudea others took for granted. Motivation and attitude were often
"evealed to run counter to employer expectations, and the training staffas were
hard pressed to ameliorate these problems of unemployment.

|

§ou of our research, then, was channeled fnto f{dentifying enrollee character-
stics. One of the firat programs, the Neighborhood Youth Corps (NYC), lacked
any real assesement inatrument with which the enrollee felt familfar or which
vas sppropriate for a population not skilled in test takiag. The following is
a summary of some projects pertaining to the vocationsl <valustfon and work
sdjustment process which have been undertaken with support froa the Manpower

Arhlnntuuou .

EDUCATIORAL TESTING SERVICE
i
Numerous probleme have existed in uncovering suitable measures for usc in
ssssssing enrollee characterfstics and progress at any stage during or follow-
ing participation {n NYC. Avsilable paper and pencil tests thst can be spplied
to economically and culturally deprived groups are generslly conceded to be
dequate by teat specialists (SPPI, 1964; Kar) and Sfgel, 1965). Defects in
;:.tiu measures stem primarfly from their inappropriate content, format,
techniques of administration and normative date when applied to populatfona
that include school dropouts from poveriy-level backgrounds who are often
nority group members. Mesaures were needed that would be taflored speciff-
11y to the reading levels ond culiursl backgrounds of disadvantaged adoles-
nts, ss well 88 to the rclevant goals of 8 youth-work trafning program. This
rocch sppesred to provide the most reasonable long-range solution to meas-
ement problems iao counseling or guiding enrollces so as to enhsnce vocational
socisl adjuatment (through proper classification, training and plscement),
well ss to evsluste program effects on enrollee sttitude snd skills.
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H A preliminary study phase of the project attempted to overcome those defi-
ciencies customarily attributed to formal testing fnstruments when used with
culturally deprived groups. The resulting battery of 13 test booklets containe
materials of relatively low reading levels, often combined with pictorisl
informatlon and with content and language style suftable for disadvantaged
adolescents. The test materials were administered orally {n small groups to

a sample of 256 male and female eorcllees in the NYC Qut-of-School program at
11 NYC project eites.

Specific varfables covered by the measures were intended to reflect NYC goals
for the modification of enrollee behavior that are most widely agreed upon by
those who administer and carry out the program. These varfables range from

vocational orientatfon (job knowledge, plans, aspirations, fnterests) to '
attitudes (concerning oneself, social valves, employment, the NYC program) :
and job-related reasoning skills. Analyses of the measures developed in the

Phase I study support five conclusions: i
|

1, The approach to test format and content was successful {n
producing ftems with acceptable psychometric charactcristics.

2. Scores on the measures resulted fn reasonably high levels
of reliabflity (internal consistency} for such relatively
short tests and tend to support the conclusfon that the ftems
satisfactorfly communicate thelr content and meaning to the
enrollee,

3. Total test scores produced low-to-moderate correlatfons with
short~term proficiency ratings collected from NYC counselors
an¢ work supervisors. The level and patterns of this validtity,
as well as the underlying dinensions that constitute the
battery, are logical and readily faterpretable, This form of :
evidence eerved to {ndicate reasonable construct validity for
the measures as a group.

4. Consideration of the dimensfons that define the battery fndi-
cated that male enrollees are evaluated by counselors and
work supervisors primarily on the basis of iatellectual ;
abilities ("reasoning" skills and the ability co follow verbal
directions), Evaluation of females tended to be more heavily f
dependent upon an attftudinal, conformity dimension. [

5. The most effectfve measures of the battery vere those measur~
fug (a) skills fa seeking or applying for jobs (f.e., sources
to check, interpreting "want ads" and application blank
materfals), (b) attftudes toward employment, (c) awareness of
appropriate on-the-job behaviors, and (d) atticudes toward the
KYC program.

Continued development of the most effective of these measures {9 essential iff
more complete knowledge of their utility (i.e., validity) 1s to be obtaine

and 1f they sre to be prafessionally defensible as appraisal tools for a
variety of NYC program applications. :
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We are now in the process of validating the instrument by measuring training
cutcomes in two groups, Bix months and 12 months after training in NYC,
according to criteria established by agreement with officials of the U,S,
Training and Employment Service and others in the Manpower Adminfstratinn,

ARIZONA STATE UNIVERSITY

Another recognized need was the group counseling procedures used with enrollecs,
No clear-cut guidelines were availadle from the begi{nning of the program, and
each project was left to develop some philosophy of counseling of its own.
There wag a need to describe a theory and cutline some tecbniques for use im
group counseling models that would be applicable to our population based on
early evidence of their needs.

The development of such a theory was made from several schools of classical
peychology and presented in a methodology that tests five different reinforce-
ment techniques used with treatment (counseling) groups, The method compared
both the gtatus of the individual's attitude and certain other characteristics
before and after treatment in the group and also compared the results with

matched groups used for control,

The models are described as:

-1, Interperscnal - identifyfng problems as situatfons, verbal
expressfon of self-awareness and the projected expectat{ons of
environment

2. Problem Ident{fication - role Playing of problem situatfons,
awareness of self behavior and projections tlirough role switch-
ing and the empathic understanding of roles ca they are per-
formed in perceived prodlem situations

3. Intrapersonal - awareness of aelf and self aspiration, the
"me,” "not me" and "wanted me" of self concept

&. Percept &l Modification - expanding perceptions of gelf and
\ the perceptiona of authority to include increased positive
i perceptions

|

5. BRelstionship - reinferced social fmitation of # proposed {ideal)
; style of communication which includes listening, direct respond-
/ ing and incressed use of "complete messagea" defined as state-~
ments vhich 1ink together content, feeling and related motive
or fntent.

L
The research has made a significant contribution to the fnformation avaflsble
oa group counaeling techaniques with dissdvanteged youth both {n school and
ocut of school, literature is availsdle based on empirical inaights by exper-
feaced counselors. Exteniive resesrch is availeble on operant conditioning
and axistentisl counseling, but little on the mating of the two theorfes, and
even less on their effect fn group counseling with economitally disadvantaged
ot culturally different youth., When this resecarch vas started, none vas
available on this technique with this population.
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This is a first effort in theory developrent and experfmental design using
selective rejnforcement in five group counseling models with & Neighborhood
Youth Corps {n-school and out-of-school population. It supporta the notion
that behavior change occurs differentially and 1s evidenced by the research
on selective reinforcement used by couuselors with the several groups.

As a first effort the increments gained in posttesting over pretesting are not
large, but they may be considered going in a positive direction in that there

is movewent along & social scale. Such moves coincide with the training cb-
Jectives in manpower progracs. In fact it seems pafe to say that the five
counseling experiences demonstrated clearly that they changed the sttitudes

of the counseling enrollee toward a more favorable view of programs directly
involving the NYC, the enrollee himself and the authority-work concepts in
general,

Also, sufficiant evidence has been introduced to support the concept of
behavioral modification as a result of group counseling. It is elso apparent
that somc models do better than others in this regard. In the case of the
objective and sttitude findings, certain models arise as more effective in
bringing about posftive change over and above the general Hawthorne effect.
Problem Tdentification and Intrapersonal models appear more positive, while
Interpersoaal and Relationship medels appear less positive, Thus 1t does
seem quite obvious that counseling attention does spill over to genersl pro- i
granm identity, and the yleld 1s poaitive for actusl dehavior change. There : |
are changes in areag of program termination, job attendance and reductions

in delinquent behavior. Often, the research shows when there are fnsufficient
counselors available for all clients under a particular Institutional {dentity,
there ate tempting decisions to water down counseling to brief parent-type
contacts for all rather than oore appropriately through counseling for the few.
The Hawthorne effect seems availadle for counseling in this regard. It does
yield beneficial effects and can be.expected. Where only limited counselor
time is available, the concept can be utilized to enrollee benefit,

b

GEORGE WASHINGTON UNIVERSITY

We vere alsc aware that the attitudes of youth play a critical role in their
adjustment to the world of work, the succesa of work training programs often
depends on the modification of the work-relivant attitudea of enrcllees. 1n
recognition of the importance of studying tilese attituden, efforts wers made
to identify the fmportant attitudea and devilop effective ways to measure
them. A measurement instrument of this type would be useful both for dleg-
nosing the needs of indfividuals and for eveluating pregrem effectiveness.

As the first step in developing an instrument fer measuring work-relevant
attitudes, a review was made of the research literature and it was determined
that the post signiffcant verfables used in studfes of the consequences of ths
culture cf poverty were self-esteea, impulse control, deferred gratificetion,
future tiwe perspective, achievement motivation, optlaien end self-confidencs.
Justification for the selectfon of these varisbles is provided dy tha conclusion
reached by Bslser (1965) that different fnvestigators otudying the disintegrated
poor show remarkable agreement in describing the characteristice of the poor

as including a lack of future orientation, an inadflity to defer gratificetion,

apathy and suspiciousness.
v
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Etems used 'n studies attempting to measure the above varfables were identified.
Blographic ftems were eliminated as were ftems which appeared to reflect two

or more variables or appeared fnappropriate for disadvantaged youth. The
selected items were revised to provide a standard format and to elfminate
apparent weaknesses in the ftem constructfon. Additfonal items were then
written to provide as comprehengive coverage as possible of the studied areas
and to establish a nool of posftive and negative items for the various dimen-
sions being studted., From this process, 72 ftems were selected for use in the
initial fnventory.

The finventory was then administered to two samples of youth, NYC out-of-school
enrcllees in Cincinnati and New Careers enrollees in Durham., The Cincinnati
sample was gelected from the current NYC enrcllee populatfon {n an attempt to
get an equal number who were making a good and a poor adjustment to their work
assignment. The Durham sample used all of the current enrollees {n the New
Careera program, Eifighty-nine useful responses were obta.red from Cincinnati
and 72 from Durham. Ia addition to completing the inventory for each subject,
a counselor's evaluation was obtained for each enrollee. The inventory was
designed so it could be administered as aan interview. Many of the subjects

ho could read dependably completed the iiventory themselves.

Three dimensfons of work-rclevant attitudes - Optiulem, Self-confidence and
Unsocislired Attitudes - emerged from the exploratory study. The study thus
indfcated that these areas, rather than the more tradftional attitudinal

areas of self-esteem, future perspective and achievement motivatfon, offer a
useful approach to attitudinal problems asaociated with work adjustment. The
more traditfonal attitudinal areas, hcwever, contributed to the develcpment of,
and play a part in the signifi{cance of, the three dimensions fdentffied #n this
study.

Optimism relates to the expectations that an fndividual has from the world.
It measures the degree to which the individual assumes that the intentions

of other people are benevolent and that satisfactfons can bde expected in ;
the natural couse of events. It is aimilar to Erkcson's (1950) notfon of ;
asic trust. Self-confidence relatea to a person's evaluation of his own

ability, the degree to which he belleves that he can, by his own actfons,
influence future events. A person who scores high on one of these acales

does not necessarily score high on the other. Some people are high on Optimien
But have little confidence fn their own sbility to influence events. They

feel that the world {s a good place but that it {r best to take thing. ms they
come, Other people are high on Self-confidence but low on Optimism., They

may view the world as a dangerous jungle, dut are confident of their own
sbilfty to take cars of themselves, Persons low on Self-esteea are ltkely to
be low on both Optimism and Self-confidence. Persons high on Self-esteem may
be high on one or the other or both, As evidence of the compleaity of the
relationship tetween Self-eateem, Optimism and Self-confidence, it should be
noted that some of the items on Rosenberg's Self-esteen scale loaded on the
Dytinfen fuctor and others on the Self-tonfidence factor.

Optinfem snd Self-confidence way be related to deferred gratiffcation, impulse

control and future orientation in a number of ways. If a peraon has no con~
fideace 1n the future, for example, he may have no justificatfon for deferring

_ 85
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satisfactions. A supremely self-confidemt person might also eschew delayed
satisfactions but cn a completely different basis: His fajilure to defer

wvould connote his confidence in being able to avold adverse conseguences.

The Interpretation of Optimism and Self-confidence 48 more straight forward
and, therefore, likely to be more useful, i

Of the two scales, Optimism probably represents the most bdasic and important
attitude. Optimism or basic trust haas been noted by many observers to have
a significant influence on performance. In the studies using this scale,
both delfnquent subjects and clinical patients scored low on the scale meas-
ureing this attitude (Walther, 1964), On the other hand, it has been found !
to be positively associated with rate of promotion for several clerlcal and :
professional occupational groups. Perhaps a mechanisa sometimes called the

| "gelf-fulfiliing prophecy™ 1s at work in that a person's expectations can

3 often influence the outcome. A person vho expects hostility acts in a way

- which increases the chances that he will be treated in a hostile manner;

vhile, conversely, a person who expects friendship acts in a way to increase '
the chances of a friendly response. In both cases, expectatfons are confirmed,
which in tura will influence future behavior. r .

{
The third scale developed through these studies, Unsocialized Attitudes, !
appears t¢ be related to attitudes toward authority and role requirements, }
the degree to which the individual fails to accept the requirements of aociall |
1iving. It is undoubtediy closely related to satisfaction delay but probablly f
does not have the same objecticnadle curvilinear characteristics as the !
deferment scales. There is probably a substantially linear relationship !
between the scere on this scale and performance, in that the less the unsocilal-
ized behavior, the better the performance.

With respect to achievemeat motivation and values, it should be noted that
many types of achievement are pcssible, and existing measures do not appear to
be general memsures of all types of achievement. The achievement motivation
measured through fantasy, for example, appears to be a rneasure of business
enterpriae type of achfevement. Items related to ach{evement motives and
values were found through the factor analysis to load primarily on the Self-
confidence factor. This suggests that self-confidence may be a8 iore useful
concept than achievement mntives and values.

The next phase of the research has been designed to validate the revised
instrument and to relate the #cales to the typology of enrolleea proposed

in previous studies - the disadvantaged graduate, the adverse aituvation, tha
low seli-esteea, and the rebel enrollee.* The low nelf-esteem enrolles can

be expected to score 1ow pn Optimiem and Self-confidence. The rebel can be i
expected to score high on Unsocialired Attitudes, while the d{sadvanteged j
graduste and sdverse situation enrollee can be expected to scors high on i
Optimiex and Self-confidence and low on Unsocialired Actitudes.

* _"See pages 67-7) of "A Retrospective Study of the Effectiveness of Out-of~
School Reighborhood Youth Corps Programs in Four Urban S{tes,” submitted to
the Department of Labor, Novembder 1967, for s descriptfon of thia typology
as related to differential needs of enrollees. Report cotpleted by George
VWashington University. i
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The revised inventory is being adzinistered to about 100 enrollees in the
Cincinnati NYC out-of-school program and in the Durham New Careers program

a9 they enter the programs. Performance data will be obtained on all subjects
and correlaticns wiil be computed between these ratings and item and scale

scoras. In add{tion, a sample of 100 in-school enrollees and 100 delinquents

in Cincinnati will complete the {nveutory for comparison purposes.

PENNSYLVANIA STATE UNIVERSITY

Another aspect of our effort to measure Job readiness was to substantiate
through physiological measures what we were getting through self reports,
observations, checking police records and comparing to established criteria
of program cutcomes. The review of previous studies demonstrated that one of
the most debated characteristics concerning those people lsteled "hard-core
unemployed” §s the nature of thelr true attitudes towards work and jobs. The
debate usually focuses on whether or not the hard-core really want to work.
The conservative argumert is that plenty of jobs are available, anyone who
wants to work can get a job., The help wanted advertisements of the daily
nevspaper are usually cited as evidence that jobs are going begging. The
1iberal argument usually attempts to underatand the reasons for unempleoyment
and claims that anyone who has had repeated negative employment experiences
is goink to be very reluctant to expose himself again. Both the libersl and
congservative arguments imply that the hard-core individual probtably 1s not
too saxicus to get a job.

In reality, very little is actually known about the attitudes toward work of
the hard-core unemployed, Traditional techniques of attitude assessment are
frequently dismissed as inappropriate to the hard-core. Many employers are
reluctant to accept the claims of the spokesmen for the hard-core that all
they want is a8 job, because too often their behavior after Lhey take the job
indicates that, in realicey, they do not want one.

This last research topic discusses several diffezent techniques which were
used to assess the attitudes towards work of the hard-core. Several of these

were nontraditional techniques which were used to cvercome the criticism of
inappropriateness. They were also chosen because they did not xely entirely
upon the respondent’s verbal report.

' The results presented in this research indicate that the respondints are gen-

: exally favoradly inciined toward work but that sany have uadiffereatiated
vocational 1ikes and dislikes. Their aspirsticns do not appear reasonable
in cowparisun to prevailing condftions in the curzent local labor market, and
- msy be somewhat unreasonable In light of what the typical Concentrated

; Employment Program (CEP) participant can offer to an employer.

The analyses in this research are based upon the atritude and expectancy
wepsures vhich vere sdainistered to a subsample of CEP enrollees. Adminis-
tration of these mesaures took place at three points in time: (1) during
the CEP intake process, (2} after the subject was terminated from CEP
. (through 1ob placewent, placement in a long-term skill training program cr
through dropping out of the progran), and (3) approximately aix months after
CEP termination. 7F.se three adeinfatratfons roughly correspond to s pre-
. testfpostteat/follow-up wodel, vith differential treatments intervening
; betveen adwinistrations.
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The sample of subjects in this phase of the study consisted of 222 enrollees,
representing 44 percent of the total number of earollees tor the period
January-June 1969. Pretests were a‘ministered to 111, and a matched group
. received no pretests. The originsl group was first preteated and then the
i matching, unpretested sample was selected from the remalning pock of 277
i subjects for whom data had beet collected in the larger study. 7The matching
. was sccomplished by dividing the largar pool of subjects $nto strata Gased
! upon sex, program completion or dropout and Phase Il employment status. (At
this time, control could not be exerted over length of training; in the dats
analysis, bowaver, this variable was statistically contrnlled.) Subjects were
then rendorly drawn from these straia to match tha frequencies found in the
pretested proup. The summary of subject characteristica demonstrated that
no substaatial differences existed between the pretested an! nonpretested
groups. Additional analyses of the posttest attitude data obtained from
these two groups indicated that no significant pretest effects were present
in these deta, with the exception of a slight trend toward a social desira-
bility effect {n the pretested group. This effect was takea into & count
in the subsequent data analyses.

I It shculd te pointed out at this point tha%, since more than 97 perceat of
i the training program's enrollees were dlack, no attempt was made to control
‘ for race in either Lhe Jubject selection or dats snalysis procedures.

The sample was heavily weighted with youthful males with high unemploymzent
. and low incomes, mcst of whom completed the program but only about half cf
l vhom immedfately found employment. The most interesting figures, howevec,
| are those which show the great ranges of variation within the sample.

Attitudes toward work were ascertained by what has been called “the multiple-
indicator approach to attitude sssessments” {(Cook and Selltie, 19€4}. This
is merely a way of increasing fuith in the "correctness" of one's measure-
ments by utilizing two or more different techniques to measure the same
attitudinal set. Greater valfdity can be assumed {f the different measures
produce sinilar results.

Two Techniques Used
Two differsnt techniques were used to weasure attitudes toward werk.

Own-Categories Technique. The first of these waa an established attitude
scaling tethnique, the "Own-Categorles” procedure described by Sherif and
Sherif (1957). 1In this procedure the aubjects are first asked to sort a
group of attitude atatements fnto plles, each pile conaisting of statements
w'.ich "seea to belong together.” Thia is aimilar to the Thurstone procedure
of scale construction {see Edwards, 1957). However, unlike the Thuratone }
method, the subject may use a3 many or as few categories as 2 wishea, He
then srranges the ftem pilea in order acccrding to their favorableneas or i
unfavorableness toward the attitudinal object. Up to this peint, no mention

of his own attitudes haa been sade. The subject then must choose the piles |
H containirg those ftems which are woat acceptabla to him ard least scceptable
to him.

ERIC
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It has beer demonstrated that the use of this procedure provides not only an
estimate of direct.on of attitude but also an indication of ego-involvement
in (or commitmen® to) this attitude. Use of this technique requires a scale
which contains not only items which are positive, neutral or negative toward
the attitudinal object but alsc a lerge proportion of items *vhich are clasai~
fled as "acbiguous" (i.e., which can be read as efther positive or negative
itoward the attitudinal object, according to the subject's perceptual predis-
;positions).

A scale of thie type was constructed from a preliminary pool of 225 attftude~
toward-work ftems. These were Thuratone scaled using a group of 7?3 under-
'graduate psychelogy students ac judges. Utilizing the Thurstone scale values
and Q values 8s a basic of item selection, m 40~item own-categories scale was
compiled according to the following criteria: (1) 24 nonambigunus {low Q
value} items were chosen, five of which were very negative toward work, five
slightly negative, four neutval, five slightly positive and five very positive
toward work; the Q values in the nonambigucus items ranged from 0.9 to 2.9,
with a median Q of 2.05; (2) sixteen axbiguous (high Q value) items were
chosen from a subset of items especfelly written for high ambiguity; the

Q values of these items ranged from 2.3 to 4.9, with a median Q of 3.3.

‘Physiological and Perceptual Measures. The second technique for obtalnirg
'indications of attitudinsl set fnvolved the use of physinlogical and percep=-
;tual measurcs. The rationale behind the use of such nontraditfonal measures
arose from the sssumption that the sftuation fn which the subjects found
themselves produced a strong tendency for them to hehave in accordance with
their perceptions of what was expected by the adm{nistrators of the training
prugram, or in more technical terms, produced a strong social desirability

‘uet toward the tests and questionnaires which were adninfatered as a part of
ithe progicm's Intake procedure. Although the own-categories technique of
attitude assessrent appears to be less susceptibdle to deliberate manipulation
by the respendent than the more traditional Thurstone or Likert type of scale,
1t was decided that the use of physiological and perceptual measures which

are even lees susceptible to social desiradility effects would provide greater
understanding of the attitudinal data which were collected.

1

The measures which ware gelected for use in this study were pupillary dilstfon
and binocular rivalry,

The pupillometer marketed by AIM Bfosciences Ltd. waa used for the pupillary
diletion measures. This Instrument consists >f a pair of goggles which covar
one eye with a pupil measuring device, freeing the other eya for vieving of the
stimulus, The device works on an optical f1lusion principle, and the subject
wust make resdings of his own pupil pize. In the administration of this
instrument, the subject was enclosed in & compartment in which the 1ight aource
vas held constant. The interlor walls of this compartment were painted with
ronreflectant, 1ight gray paint and one wall contained & frame allowing for
timed presentation of the stimulus cards.

A sterecscope, which had been constructed from an old-time "stereopticon
viever," was uged for ths binocular rivalry measures. This instrument pre-
sents two stiwulf to the subject, one stimulua to each eys. If the two
stinuli are identical, he perceives thes in three dimensions} if they are
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usot ldentical, he i presented with s binocular conflict which is presumably
resolved according to his predispositions to perceive certain stifulus
content more readily, The instrument was adjustable for focus and & timer
was connected wiich controlled lighting of the stimull for very short
durations {beginning at .0) seconds).

The stimuli for both of these instruments consisted of & set of five matched
pairs f fllustrations created by a professional artf{st. Each palr of
stimull consisted of two pen-and-ink drawings of the same person or persgons
4 in (1) 8 work-oriented and (2) a nonwork-oriented sitvation. Within each |
pel- "he general surroundings and bodily position of the person were watched
for s.ze, shading and position, point-by-polnt arross the two drawings. When
viewed in stereoscopic perspective for very short durations, the filusfon |
created is one ¢f a person who is in efther a work or nonwork situation. |
Since 9f percent of the subjects were dlack, the figures in the stimulus
drawings were atl Negro people, in order to control for racially induced
perceptual hbiases. ’ '

These illustrations were then photographically reduced for use with the two
i different machfnes. For the punillometer & set of 8x8 inch stimuli was ]
made up. These stimul! were viewed by the left eye at a distance of four
feet. For the stereoscope a set of 2x2 inch cards was made up and were i
viewed at a distance varying from slx fnches to 15 inches, depending upon ]
the subject's stereoscopic focus point. Another set of 2x2 inch stimulus
cards was also used for the binocular rivalry meascre, consisting of paired
work-nonwork stimulus words which were typed on the cards. ‘

and incentive, Atkineon (1958) used a very simple estimatfon of expectancy,
vhich was simply the probability of being reinforced in a given laboratory
situation. This sort of approach was pot deewed useful in the present atudy,
for reinforcesent schedules were not under experimentsl control aud the | ;
rubjects' perception of the existing reinforcement schedules were assumed to
be rather fmperfect. It was decided, therefore, to use Rotter's (1954) !
social learning approach, in which expectancy is assumed to be a function of
the individual subject’s petception of a generaliszed "locus of control" of
socfal refnforcements. These perceptions are hypothesired to vary over s ’
continuum of expectancies, ranging from refnforcement control which 1a totally
within the individual (internal control) at one pole, to reinforcement control
vhich is totally outside of the individusl's reach {external control) at the
other pole. 4

In his early studies of the interrelationships among motivaifon, expectancy "
i
i

The atandard messurfog instrument for this construct is the I-RE Scsle devel-
oped by Rotter, et al. {1966). This s & forced-choice paper-snd-pancil test
vhich vas normed on & college population. Close examination of this fnatry-
went, however, revesled that £t would probably mot be applicable to the present
subject populstion due to the acsdenic bias of fte items, many of which refer |
to educational situations and scholastic reinforcements. Therefors, & asparate
scale vas conatructed, utilieing items taken from the [-E Scale, tha Occups- /
tional Aspiration Scele (dsller and Miller, 1963) and Coleman's (1966) ques-
tionnsfra. !
. ',
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Twenty items were taken from these Instrumenta to form a preliminary scale.
In accordance with the fuggestion put foxth by Curin {{n press) that personal
expectancies should be kept conceptually separate from generalized expectan-
cles, 11 of these items referred to locus of contrel for '"people in general
and nine referred to locus of coantrol for "me." This scale was pretested on
171 raadomly-selected reatdenis cf the Inner-city area in which the study was
being carried out., The pretesting revealed that ap "egree~diBagree" format
was more likely to be successful within this population than the regular
forced-choice format.

The preteat sample was randumly divided futo two groups and the responses of
this group wvere subjected to a Guttman analysis to determine the scalsbility
of the two geta of items (generalized control and personal control). Seven
of the generalfzed control items formed a Guttman Bcale with a reproducibility
coefficient of .90, dut the personal control items did not scale. Upon
ross-validation, using the other half of the pretest sample, the seven-item
Eenerlli:ed control scale had a reproducibility coefficient of .89 and the
peraonal control ftems still could not be scaled with adequate reproducibility.

4he seven-item generalized locus of control scale was retained for use in
the study.

QQNVIRGESCE OF ATTITUDINAL MEASURES

tﬁe only pupillometrlic measuring device which was within the tesources of this
project was oie which works on the principle of an optical illusion. During
pretesting it was discovered, unfortunately, that many subjects had difficulty
responding to this device. Since the procedures were already sct up, however,
1t was decided to use it on a trial baais for s short pericd. After a few
yeeks the decision was made to drop this measure, since useadble data were
obteined for less than 10 percent of the sudbjects.

" .

1n terme of operational utfility, the atereoscopic measures were successful,
Few operational difficulties were found and data were obtained for most sub-
Jecte 1n the preteated group. The major reason for loss of data arose from
the fect that a few subjects had mozccular eye dominance of a nagnitude
uhtch preciuded sterecscopic visual effects.

Corrllltional analyaes of these data indicate that the stercoscopic sttitudinal
Nessurs and the own-categoriea sttitude scale were tapping sinilar response
tendencies in the subjects. As would be expected, there was a tendency for
he work-related stimuli to be percefived sconer than the nonvork stimuli by
hose subjects who scored higher on the sttitude scale., That 1s, sudjects
o tended to hsve own-categoriea indices indicating s more favorable sttitude
towe:de work 8lso tended to perceive the work-related verbal and pictorial
dtimli before they perceived the nonwork stimuli. All of the correlation
tfictenta sre {n the expected direction snd ell but two are significently
difterent than zero. It can therefore be concluded that the two very differeat
hinds >f messures tended to prodice similer results. This conclusfon increases
the confidence that can be pleced in the validity of the following analyses.
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RESULTS

The preliminary analyses of the attitude and expectancy data indicate four
major findinge. The first of theas Is that attitudes and expectancies appear
to be generally positive in the total population of CEP clients, and that ;
(contrary to common stereotypes) thz direction and strength of attitudes !
toward work and the directlon of expectancy (internal va. external locus of
contzol) carnot be predicted from a kaowledge of the clients' previcus

hiatory of unemployment or whether they were accepting public assistance.

The second finding is that attitudes toward work and expectancies are affected
by the CEP experlence, Attitudes appear to become less poaitive immediately
after the CEP experience than they were immedistely prior to the CEP exper-
ience. and to remain at this level after the client has been back out in the
labor market for alxz months. This general decrease in work attitudes is
accompanied by an fncrease in the ego-involvement of these attitudes, Thus,
attitudes become more negative and these negative attitudes are more strongly
held, Host of the negative shift in the attitude, however, is attributable

to the dropouts from the program, while the increase in ego~involvement is |
accounted for by the program completers. Expectancies on the other hand show
a curvilinear trend, decreasing immediately after the CEP experience but ' ’
increasing sgain after further labor market experience, ' ’

The third major finding was that attitudes, but not expectancies, were 1
affected by post~CEP experiences in the labor market. Those who acquired

and kept 8 job had more positive attitudes in the follow-up period than thoJe
who did not acquire employment. This difference is accounted for by a drop
’ in the attitudes of those who did not find a job, rather than a rise in the
attitudes of those who did. ‘
Finally, 1t was found that neither CEP completion nor employment success !
could be predicted by a knowledge of clients' attitudes and expectancies at
the point of program enrollment.

O
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I RESEARCH AND DEMONSTRATION PROJECTS AND INNOVATIVE
APFROACHES PERTAINING TO VOCATIONAL EVALUATION AND WORK
} ADJUSTMENT SERVIGES IN SOCIAL WELFARE PROGRAMS

by

Andrew R. N. Truelson

! I would like to begin this presentation on the social welfare responeibflity
and authority for providing vocational evaluation and work adjustment services
by first giving some brief background on the welfare thrust in the area of
work and training programs. Then, T would like to conce.trate on the use of
public aesistance demonstration grants under Section 1115 of the Social
Security Act, esp:cially in relation to vocational evaluation and work adjust-
ment, I will conclude by providing a bird's-eye view of some fnnovative
proj:cts financed uader the 1115 authority.

It was fn 19€2 that efforts were inftiated by state and local public social
welfare azencies to prepare appropriate AFDC recipients for {ndependent
employment through a comprehensive program of work experience and education
and training together with supporting social services. The first progrin of this
kind was the Community Work and Training Program authorized by the 1962
anendments to the Socfal Security Act. Scarcely under way, this program
concept rocefved tremendous fmpetus in late 1964 from the passage of the
Econotic Opportunity Act which created the Work Experience and Training
Program under Title V, the administration of which was delegated to the
Department of Health, Education and Welfare. Subsequently, there were the
1966 smendments to the Economfc Opportunity Act. The fnteat of these amend-
ments wes to formalize and to increase the contribution that the Department
of Labor MDTA and other manpower progcams could make to the Title V Program.

Next came the 1957 amendments to the So:ial Security Act. These amendmenta,
approved in January 1968, established the Work Incentive Program. The
decision to 89sign primary responsibiliry for the WIN Program {n the Depart-
nent of Labor was made by the Congress on the basis that manpower prograns
should be administered by Labor. The Diopartment of Labor is responsible

for the manpower components, and the Department of Eeelth, Education and
Welfare and fta counterpart state social welfare sgencies are responsible

for makinp assessments and referrals, providing child cere and other welfare
services.

|

:Yesterday, Deput) Commissioner Joseph Hunt in his presentation ment{oned that
under Title IV-A of the Socfal Security Act there is the requirement that a
.aervice plan must be developed and maintained for each child and adult member
of an AFDC fantly vho requires service to maintain and strengthen family life,
foater child development and provide for moving towards self-support through
training and esployment. The firet stage in the preparation of family plana

1a to screen the ectire caseload and identify thoce persons vho ara fumediataly
referrsble for training and esploywent. Procedrres should be developed for
general and specialized diagnostic asaeasmenta {ncluding provisfors for medical

El{llc evaluations unlesa such information fa already available from recent examfna-
e ”
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tions. The local welfare agency should utflize fully the veaources of voca-
tional rehabilitatiou {including its new vocationsl evaluatfon and work
adjustment services for the disadvantaged when funds hzcome avallable),
health, vocational and cther educational and community services in s3sessing
potentials fer training and employment and in providing opportunities to
ptogress toward the objective of employment. Tor some individueals, referral
to resources other than the Work Incentive Program may be more appropriste,
e.8., referral of disabled persons to vocational rehabilitation agencies,
return to school for vocational educatien for selected youth, and return to
high school or enrollment in junfor ccllege for those preparing for career
employment oppurtunities.

Duricg 1969 & report vas issued on the joint activities of vocational reha-
bilitatfon and public assistance in the vocational rehabilitation of disabled
public assistance clients. This report was an evaluation of 14 out of a
total of 26 research and demonstration projects across the United States and
Puerto Rico. Among the goals of this sctivity were the development of effec~
tive joint vocational rehabilitation and public welfare screening, evaluation
and planning procedures for providing services to clfents. Three broad types
of evaluative services were utilized during referral to evaluate clients'
rehabilitation potential, These were services from (1) rehabilitation of
adjustment centers, (2) sheltered workshops, and (3) other asources including
medical examinations, psychological testing, skill assessments, etc. The .
services provided played an important role in the success of these projects
in helping to move disabled clienta from the public assistance rolls into
paid employment. i

I koow that some of you are already familiar with how the findings of some

of these demonstration projects are being applied to regular program opera-
tions, and I belfeve there 48 much to be learned by considering some of these
projects. ;

The auccesa ratioc 1n closing aome of the public assistance casea speaks well |
of the Texas Projects, and I wculd like to say that we are happy to have

Clyde MeWhorter of the Texas Rehabilftation Commission preseat. Clyde, I

sn sure, vill hsve some interesting things to tell us about the Texas projects
during Ouc work-group sessions. We are also looking forward, during those
sessions, to hearing from Jack Hill who directs training at the Hot Springs
Rehabilitation Center in Arkansas. Jack has a very successful Section 1113
demonstretion project going st Hot Springs which involvea the extensive use ]
of evaluativa #ad disgnoatic methods.

The State of Michigan has been sttempting to determine through evaluative
processes the readinesns of certain welfars clients to enroll f{n the WIN Progras.
In connectioca with thias, Howard Sousley, Director of the Division of Employment |
Training of the Department of Socisl Services, served on a panel at the WIN
Tri-Party Coofarence this past March between tha Michigan Employment Security /
Commisafon, the Department of Socfal Services end the Diviafon of Vocetional
fehebiiitation, That confsrenca brought representatives of the three agencies
togethar to eddrasa the prodleme encountared in tha fatersgency relationships .
nov exfating and to develop working plans that would further meet ths neede

Q of the AFDC recipient end enabla him to attain self-support through s WIR
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Delivery System. Howard, who is attending this conference, will no doubt
have some interesting things to tell ue about during his participation at
one of the work-group meetings.

At this time, I also want to express apprecfation to Sam Grefs, whon many

of you know, vho is chafrman of the Remsey County (Minnesota) Board of Public
Welfare., Sam has been most helpful to us during the many t{mea he has served
a8 a consultant in many areas, especfally in training and employment of the
disadvantaged. In addftfon, I would like to extend a special welcome to Jim
Edmunds, Director of the Ramsey County Welfare Department, who is attending
this conference. 1 recall the excellent Title V project which that depart-
ment operated. That project fnstituted varfous {nnovative approaches to
helping people to become gelf-gupporting. Welfare authorities noted that
clients were {mmersed in 8 milfeu of problems which blocked thefr way to
employment and independent functioning. To help deal with the personal and
social problems, the welfare agency employed the group work spproach to deal
with economic, diagnostic and treatment goals. This work end training pro-
ject had fts own psychologist who performed a varfety of functions, which
made 8 substantial contribution to the succeas of the project. He conducted
both group and individual testinyg programs, i{n aress of scademic schievement,
intellectual functioning, vocaticnal interests and personal attftudes. He
eleo conducted in-service training sesaions for the professfonsl steff {n the
interpretation of paychological data. He wae widely used as a consultant by
the eteff. The two important features of the testing program were: firat,
to provide a positive service to facflftete individual cess planning after
the trafnee was accepted into the progrem; end second, to provide testing

in such areas as academic aptitude, vocational interest, specific vocational
sptitudes and personality charecteristice.

Aside from these vocational evaluation end work adjustment programs vhich
emanated from federsllegfalation during the 1960%s, there were scme even
ssrlfer effortes i{n the same direction made {n some stete programs. An exsmple
of sauch 8n fnnovetive spprosch fa the San Mateo County (California) project
fireat conceived in 1954 by County Welfare Director Dr. Herold Simmons. This
projact estsblished new rehabflftatfve objectives in public sssfetencs pro-
srams for velfere recipients. It fe atill functioning todey as & comprehen-
sive program wvith one unique festurs, the sheltared workshop remaining the
only one of its kind in the Stets of Californfs. 1In this profect, clients
were eveluated by the reheabilftetion tesn and {f they were uneveileble for
privats employment becsuss of their handficeps or low sotivation, thay might
be consfdered and referred to work placement. Agency ateff fn conjunction
vith the client, detarmined the most prefarabla kind of placement, snd then
sn sttempt was made to find a plecement that would fit the nesds of the fpdi-
viduel, teking into szcount hie intareate snd ebilities. The San Mateo
experience was an exciting revelation of the cepacity for changas of the ao~

‘ called hard-cors Public welfers recipient. The responsiveness of such pecpla
i to the provieion of opportunity was clearly {llustrated. The human velues

of the vocationsl rehabilitetfon program wers demonstrated cess by cess.

. Soctal welfars in San Mateo County sdded & eigniffcant new disension to the

ssrvices program - ths vocetional trefning, edult aducation, on-tha-job work
experience, snd motivetional end conditioning expariences in the shaltared
workshop.

1%
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There are geveral very intereating projects under way in publir assistance
under Section 1115 demonstration grants. The basic purpcee of thiam group

of 1115 projects is to develop and fwprove the methods andi techniques for
aduinistering aasistance and relsted services designed to help needy persons
achieve self-support or maintiin and strengthen family life. To strive
toward achieving these objectives, the followlng provisions are included :
in the legal baais: '

1, Authority is given to the Secretary of Healtkh, Education and
Welfare to weive, for the duration of a project, compliance
with any requirement of the Socisl Security Act which might
prevent a state agency from testing a potentfally construc-
tive {innovation.

2, Inclusion of coasts, as a part of the approred project for
the duration of the project, which would not otherwise be
included as public aasistance expenditures under the
regular reimbursement formula.

3. Encouragement of the developuent of projects of state and
aatfoual significance and assistance to states that do not
have funds available to participate in the demonatration
projects program, by providing specfal federal project
Eunds to finance part or all of the costs which would
normally be paid by the state.

Sectfon 1115 encompasses two types of projects:

1. A pilot or experimental project which fntroduces 8 new method
or sapproach to an effort to learn vhether it is effective
and vhether it might be bullt fnto the normal ongoing state~
wide public welfare programs

2, A demonstration project vhich extends a successful method

or spproach to 8 new local or state welfare agency prograa t

1in order to make neceasary adaptations and promote its

acceptance and support on a atatevide basis. P

1 1

Projects will be spproved under Section 1115 only when they sre clesrly related
to the improvement of public welfare preprams. Projects siready financed from
other sources will not be spproved under Section 1115 on termfnation of the
originel project funding since thay could not be considered new projects.
Ordinarily, federal financisl participation {n demonstration projects is ’
limited to s pericd of not more then three years. Applications for these |
projects are reviewed by the Demonstratton Projects Branch, Office of Admin~
istratfon, Socfsl and Rehabilitstfon Service, 8nd other deafgnated SRS pro-
gram staff specisliste, .
There sre curreatly in operstion four demonstrstion projects under Section
1115 widch sre concerned with vocationsl evslustion 83d the work sdjustment
ssrvices, They ars as follows:

80
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The Rentucky project, "Vocaticnal Opportunities for Public
Assietance Recipients," is aimed at asalating families to
help them develop employment skills through vocational
training. Thie project 18 now In {ts second year of opera-
tion.

The Arkansas project at the Hot Springs Rehabilitation Center
is for the "Training of the Unskilled and Socially Deprived
fu Cooparation with the Arkansaa Rehabilitation Service.”
This very successful project, of which Jack K11l is dfrector,
fnvolves extensfve use of evaluative and dlagnostic methods.

Olympia, Washington, has the "Evaluation and Inventory Pro-
Ject," which has just completed fts first year of operaticn.
This prejeck has the following multiple purposest

a. To demonstrate the us2 cf & more definftive method
of taking inventory of, and of evaluatfng, the reha-
bilitation potential of a selected sample of public
assistance recipients by use of a highly skilled
wulti-digciplinary team.

b, To determine whether & significant proportion of the
public mesiatance caseload in the Dimabilfty Ansts-
tance, Ald to Familiea with Dependent Children and
Generel Aspletance - Unemployed categories have a
reasonable potential for rehabilitation.

c. To demonstrate that with good data and careful evalua-
tion, rehabflitation rounselors may be provided with
fnformation which will help them rehabilftate fndfviduals
who would not previously have been accepted for gervice.

d. Thia project elso promises two by-products. These are:
firet, that {n ebsolute terms more public assistance
recipfents will receive vocational rehabilitation
services end second, that the joint natvre of the
project ahould esefet fn developing e more effective
end useful rcletfonship between the public assistance
sgency and the Divieion of Yocetionel Rehabflitetlon
and theredby contridbute to ekill generslly in partici-
peating in useful and effective intersgency projects:

The lest of the four ective projects is tha Oregon stetewide
project which fe entitled "Work Eveluatfon Center Project."
We are certeinly pleased to have Andy Jures, Adminiatrator
of the Oregon Stete Public Welfere Commiesfon, with ue et
thie conference, and, elthough I will proceed to provide
eome information on thie very fine project, Andy might wieh
to edd his commente either hare or st the workshop meeting,
or bath.
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This Dregon project provides an excellent example of how services of the sev-
eral disciplines are coordinated in behalf of clients in the vocational i
evaluation and work adjustment process. The State Public Welifare Commlssion,
the Department of Vocatfcual Rehabilitation and the State Employment Service
initiated a project which would develop and operate a single system of eval-
uvation for perscas who are or may be:

1. Clients of any of the three agencies who are disadvantaged or
needy and therefore current, potentfal or former recipienta
of public assistance

2. Candidates for participation in one or more of the programs
operated by any of the three agencies.

As conceived, the evaluation process assesaes:

1. Tee attitudes of the client toward work and employment
2. His sociel and employment afstory

I
(
3. Bis deficlenciee or disabflities in regard to qualifying or .
competing fn the current labor market , )
!

4. His capacities for the acquieition of educaticn, treining
" and skille requisfte to successful employment

5. The financial and social servicer nacessary to enable the
client to participate successfully in any plans

6. An examination of the aveileble rescurces which the three
sgencies aingly, or in combination, can spply to the cerry-
ing out of the plan.

As conceived, the evaluation procuss would suffice for the evaluation needed
in making referrals to the Work In-entive Program, Vocationsl Rehebilitatioce
Welfare and other progrems. :

Threa evslustion certers have been set up in the cities of Portland, Bugens |
and Salem. The three centery are staffed dy ths Pudlic Welfare Commisaion,
tha £rate Foployment Service and the Department of Vocstional Rehebilitation.

While each evelustion center attempte to meet the evaluatfon and sssesssent -
requirements of the three sgencies {n ite rsspective geographical sree, each
center diffara from the othere in the facilicies eveiladle and each had devél- \
opad diatinctive snd fnnovative concepte in one or more parts of ite operations.:
Before discuseing the fonovative methods, I would 1tke to mention briefly i
further gosle of the program bayoud the inftisl gosl of the estsblishment of
8 process for evelustion or assessment of the employment, trafaing end reha-
bilitatfon cepebtiities and needs of current, former end potentiel pwblic |
assistancs clients. : !
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A second goal 4s to facilitate, simplify and improve, with careful regard to
the economical use of personnel, fiacal snd physical resources, the referral
and evaluation of the employment training or rehabtlitation program most
approprfate to the individual client.

A third goal 1s to facilitate and improve the development of the joinr or
multi-agency planning and support as needed in order to epable clients to
participste in employment, trafoning end rehabilitation progrems to their
maximum benefit.

In order to participate in the program, many of the cliente require firancifal
support, <hild care, transportation, assfstance with family problems and help
with legal problems such a8 garnishment. This often means that public welfara
must make supportive services svailable, or if the clients are not eligible
for public assfatance, the other agencies muet srrange for the necessary

_ supportive services.

A fourth goal is to develop methods of joint planning, to prepare joint policies
and atatements, and to develop and improve sgency etaffing and performance of
combined operations. The joint operation ¢f evalvatfion and diagnostic centera
to meet the requirements of various programs ic coneistent with corrent neads
and 8 step sghead 1o future development.

Now, 1f we may, let us take a look at the fnnovative methods being used in
this Oregon project, Just what are they? As agreed upon by the Public Welfare
Comission, the State Employmwent Service and the Division of Vocetional Reha-
bilftation, theae methods may be “Lsted in the following four ways:

1. The Public Welfasre Division has basic responsibility for the
profect. That division has responsidbility for appointing
the project director and for being reaponsibla for fiscsl
accountfng snd required reporu.

2. The Divieion of Yocationel le!ubilluum, by contract,
cperates the evelustion centers snd purchases tha necesssry
sexrvices including staff services fronm the Public Welfere
Division.

3. The atete Employment Service, by contrect, provides the ser-
vices of smployment spacislists necesssry to opersts the
evelustion centers. The services are purchased by ths Public
Velfere Divislon under contract.

4. A project coordinating committee is eateblishad and consiats
of membare of the ataffs of the three sgencies plus two re-~
presentatives of private industry and & client from sach of
the agen~tes. The ccordipating comittss reviews sgency
policies concerning tha csnter. Each canter plans fts own
operetions snd procedures and seeks sssistence end racommen-
dations 1in ite own community. Rach canter eleo has ite owm
1ocel coordinating comm{ttes composed of the welfere admin-
{strator, tha local employment dirsctor and :hn local DVR
office director or regiconsl manager.

81 (3]
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Thia project ia one of the firat, 1f not the firat so far as we know, to estsd-
11gh jointly operated centers specislizing In the oversll assessment »f persons
who may become participants in eaployment, work training or rehabilitation pro-
grams and to include private {ndugtry and business as well. i
The Public Welfare Division has three major roles relating to the eveluation I
centers. These are: (1) the identification and referral of appropriste indi-
viduals to the centers, (2) the assessment of social functioning as it reletes
to the employment of the person being referred, snd (3) the casework support

of the referrai to the centers and of any subsequent training employment plenas.

The courselor or socisl worker who refers a client to the evaluation center

1s asked to discuss the use of the center by the client., Unless recent setis-
factory information fs available, each client receivea a medical examination
to agssure a clear picture of his health and cepacity for work or training.
Upon referral to the center, the following assignment possibilities ere
available fn the evaluation process.

1. Work sample evaluation in which the client 1s assigned work
at several "work stetions" in order to place him st useful
work for which he receives some Pay. The work sample techaique
enables steff to evaluate work skills and work attitudes.

2. The client participates in several group meetings where dis-
cusaions center around employment, job hunting and work
problems. The meetings are also open to client-introduced
topics. /

3. ‘The client meeta with the DVR counselor, the employment
counselor end the social worker as {ndiceted with ¢ ninioun
of four i{ndividual eppointments per week,

C—————

4. Some clients sre sssigned to work eveluation placesents in
the community. These placemsnts sre with privete employers
wvho may be partially reimbureed for their participsticn and
who mey hire the clients 1f the employer desires.

5. Educationsl and psychological testing is aveiladle se needed.

&. During the evelustion process, the clisnt is assigned to sn
sctivity aix to seven hours & dey. Staff then have smple
opportucity to observe the clicnt's work, and their obser-
vations ere presented ot o at,ff coaference end o plen ia i
worked outl. )

7. The plan 18 dfecussed with the cliant and referrsl {e made .
to the ajpropriste program. Becauss representatives of !
the egencies to vhich moet referrals are mpde sre on the
center staff, referral and sccaptence sre aimplified.

During tha first yssr of operstion, efforts have beea concentrated om ntob—"
1ishing an sdminietretive model and in ssteblishing operating centsrs. Por'
exasple, under the service concept, sttempts sre made: [
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1. To eatablish an adminiatrative model for the project whizh
could quickly and effectively, under the definition of
project goals, be responsive ta clients® needs

2, To establish an administrative model which pinpointe respon-
sibility but is sufficlently flexible to meet client needs

3. To establish an scministrative model which would encourage
innovation and utilize the full creative and prcfessiunal
coupetency of the etaff and yet meet the standurds for
a~ccuntability neceasary for public agencies

&, To establish an administretive podel which, when operational,
vill meet the gocl for econmomical use of staff.

Algsa, during the first year, three broad interest aress have emerged as followss

1. A cougrrison of the werk evalustion center concept with
more trajitionsl methods of assessing the client needa
and potentialities

2. The performance, effort and etficlency of the center,
utflizing {ts own criterfa as s basis for judging effec-
tiveness

3. A systems anclysin of the oversll "process' of this three-
agency demonstration.

In thic presentstion, I have made an effort ta cover some developments in the
arsa of vocational eveluation and work adjustment in wvhich welfare has been
involved ovar the past dozen ysers. In examining developaents over these
yoars, it may bs obsarved that socisl welfare, vacationsl rehabilitetion and
sanpover prograne have joined forces to sssist individuale to become self-
supporting and that thia joining of forces 1a necestary i1f each agency i{a

to land ite expertiss in the sost cohesive possible way toverd evaluating
cliante’ needs and for taking the necessary action in conjunction with clients
for achiavirg the goal of self-support.

In taking an overlook at clients, wa know that some hard-core welfare reci-
plents requires a considerabls amount of specislized effort from the welfare
agency to avelus:s their needs and tao do eomething about these needs. Wa
kaow that clients’ 1ife experfences heve frequently been damaging and that
welfars must take steps necessary for devealoping in clients & sense of persocnsl
identity and self-worth in order to help them achieva ressonable levels of
success. We have noted the steps taken by ths Stets of Oregon 1o sstting up
its svel uticn centars through the Section 1115 demonstration grent program.
California took the inftistive in Sts San Mateo projsct for aetting vp the
"Activity Orieated Trestment Centars™ for welfare reciplents and we kaow that
ona of the mejor purposss of such centers fs the evaluation of the assigned
ncipicntc' intarests, sptitudes, abilitiss, temparament and motivation for
trefning,
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We look for dramatic efforts fn the years ahead by social welfare, vocational
rehabilitation, manpower and cther programs to provide services which will ]
erable people to sustain themseives economically and to reslize fuller and
better livea. To achieve these goals, public welfare recognizes the need to
cooperate with other programs and agencies fn both the public and private (

sectors.
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RESEARCH AND DEMONSTRATEON PROJECTS AND INNOVATIVE
APPROACHES PERTAINING TO VOCATIORAL EVALUATION AND WORK
ADJUSTMENT SERVICES IN REHABILITATION PROGRAMS

by
William Gellman, Ph.D.

VOCATIONAL REHABILITATION, AN
APPLIED BEHAVIORAL SCIENCE

It's a plessure and an honor Lo contimue the line of thought developed by the
previous speakera, Jesse Davis and Andrew TruelSon, whose presentations illus-
trpte the emergeance of novel ideas and new practices in the fields of manpower
snd welfare. This paper explores innovative developments in vocational reha-
bilitetion with particular emphasis on vocational evaluation and work adjustment
» sefvices and summarizes much of the vocational rehsbilfitation project activity
of | the Social and Rehabilitation Service on these services,

VoJ:ltlonll rehabilitation i8 an applied behavioral science with thevretical
foyndations in the psychology of work and clinical roots in those aspects of
) cuynseling ard clinical psychology which focus upon individuals under stress
. C be¢ause of handicaps. Vocational adjustment, the vocational rehabdbilitation

: practice specialty which includes vocational evaluation and work adjustment,
i9 |8 systematic process directed towards facilitating the vocaticnal develop-
ment of o handicapped person. In practice, vocational evaluation and vork
sdjustment sre two sides of the same coin. Both subspecialties desl with the
prgblem of preparing individuals for productive functioning and employment who
arg hlocked by a vocational or nomvocational handicap. Both are based upon
thdrouyh knowledge of the world of work and the dynamics of vocational develop-
aenit. -

3 3

Since vocationsl rehabflitation is an applied science, the vocationsl adjuat~
ment Process presupposes an empirical theory and s rationale for the tachnology
of 'sssesement ond adjustment. 1In addition, as an applied behavioral science,
vocational sdjustment is concerned #ith methodology ard target populations.
Theory fs frequently unverbslized fn vocational rehabilitation, slthough cer~
tain work adjustment programs such sa those of the Atlants Employment Eveluation
aod Service Center (1970) and the Vocational Adjustment Center of the Chicego
Jowish Vocationsl Service (Gellman, 1956) sre beaed on 8 theoretical iramework.
. The technology snd methodology of vocationsl sdjustment sre in process of
. traneition. Evalustion end work sdjustment activities are guided in moat

: inatances by & set of pragmatic, implicit, unverified belfefs which direct
' lctlhltln in eveluation centers.

Por purposes of this piper, innovative changes are deemed to be substentisl or
esfgnificaat edditions to or modifications of theory, techaology, methodology

or target populations which result §n either s novel spprosch or the reforma-
tiom of theory or s changs in the stete of the art. Such innovetive develop-
meats mey be positive (the sddition of s new techaique or clientele) or negative
(the caeting off of an obsolescent ides or method). The messure of innovative-
-:’:.n the extent and acops of the resulting chsnge in cne or more of the four
. -

theory, technology, methodology or clientels.
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EMPIRICAL THEORY

Empirical or practice theory in vocatfonal adjustment stems from the three
broad approaches to employabflity preparation discussed during the first day
of the conference. The first is the labor market apprcach which visualizes
man as an abstract congtellation of abslities, attftudes and motivacion
moving through the labor market until the patternm of abflities comes into
Juxtaposition with and matches a compatible gchematic pattern of job iequite-
wents recorded in the Dictionary of Occupational Titles, known as the DOT
(1965) and embodied fn a specific job. The model works well for a large ;
proportion of the labor force, those individuals who are in the labor market,
who are accepted as workers and who adapt to the work culture. The model
appears to be much less suitable for persons who efther are excluded from
the labor market because of disability or disadvantagement or who exhibit wgrk
values incompatible with dominant work cultures. The mcdel assumes a labor
market view of man in which the DOT constftutes the primary map of the ww.k
world. There is question concerning the adequacy of this approach for the
disabled and disadvantaged who are separated from the work culture and for
whom the work climate and culture bridges may be fmportant elements in work
restoration. Korzybski's (1958) comment regarding maps and reality is per-
tinent. He points out that conceptual maps guch as the DOT present a limpited
picture of reality. The disabled and disadvantaged appear to require maps
of the work world which present a fuller picture of work reality.

The second model is socfal men embedded {n family and group living. The
quality of farfly l1ife and soclal {nteraction creates a sense of self-worth
and self-esteen which facilftates productive functioning in a work s .tuatioh.
The guiding concept {s maintenacce or development of psychological heslth
and well-being for the total personality. "man the worker" is seen as one
not too well differentiated aspect of "total man." The psychotherapeutic or
social service approach appears to be adapted to an organited community with
accepted cultural values. It appears less well adapted to the problems of !
cultural disparity and underestimates the ability of the disabled to function
productively despite “apparent" or real psychological difficulties (Delts,
1969; Jewish Vocational Service, 1967). 1In practice, work adjustmest and
emotional adjustment do not appear to be equated on a one-to-one baais.

The third approach, vocational vehabilitation, emphasfires the differential
impact of disabilitfes and the varieties of wnrk and life styles resulting
from coping with the stresa of disadbilitiea. Adjustment to work is viewed
o8 a developmental process clminating In a life style which incorporates
the abilities to adapt to atressful situations and to develop an active
spproach to work.

»
Each of the three approaches contributed to the development of the vocatfonal
adjustmeat field, The labor market approach of the Depertment of Labor resulted
in the DOT azd the development of interviewing toola snd techniques for the
vocetional arslyaea of individuals in the lador matrket. Social work furnished
peychodynami : and peychosocial concepts which spelled out the relationship
between the work sector and other 1ife sectors snd vnderlined the importance
of supporting services fa nonvocationsl aress. Vocatloacl rehabilitstion
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provided the concept of man as a worker and situational techniques which
permitted the isolation and analysis of personal and interperscnal factors
affecting the ability to function in a work setting.

The preceding statement leads to the first innovative theoretical development
in vocaticnal adjustment - the definition of the work sector (Gellman, 1961).
The evolution of vocational evaluation and work adjustment presupposes a
theory of vocational behavior. A first step in the formulation of a theory
is the delineating and mapping of an empirical comstruct, the work sector oOr
work reality within which vocational man lives and works. From one point of
view, changes which occur durin_ the process of vocational devclopment prepare
the individual to function in the work sector. Work is defined as a semi-in-
dependent, semfdifferentiated part of life which demands productive function-
ing in a work situation. Since no single theory can encompiass the tctality
of reality, vocational adjustment theory views selected those portions relat-
ing man to the world of work., Man 1is viewed in his productive and work roles
rather than as multidimensional man. Jesse Davis' story of binocular rivalry
and the eventual emergence of a tridimensional Raquel Welch fllustrates the
existence of incommensurable perceptions of reality. One can opt for Raquel
Welch in whole or im part, but not both, The work sector furnishes vocational
evaluation and work adjustment with the full-bod{ed picture of vocational man
which is necessary for vocational adjustment.

The paper by Davis in this publication touchea briefly upon the nature of the
work world. Vocatfozal rehabilfitation views the work sector as a differenti-
ated subculture, one of the many constituent subcultures which comprise the
totality of a culture. The work culture with its value systems and ego models
uses the vocational development process to shape and fashion work personalitie
compatible with the demands of work. The work culture may be consf{dered also
8s a spectrum of work roles which define jobe and specify acceptadble work
personalities. The work roles characteriatic of and peculiar to a given type
of work society limit the work personality constellationa which can function
effectively in jobds. The relationship between work peracnalities and work
rolea is reciprocal. Work roles shape and mold work personalftiea} in turn,
work personalities create and alter work roles. Davis' discussion of changing
work roles points out that the introductfion of a new or changed work role
alters telsted work roles and modifies the expectatfons of appropriate behavic
for partlcipant: in the work scene,

A gecond theoretical advance in vocational ldjult-ent is the for-ulrtlon of a
thecretical construct, the work personality, which i{s analogous to the coacep!
of the work seator. The work personelity is an integrated constellation of
behavior, sttitudes, perceptions and role reactions to the personal and im-
personal components of the work culture and work situations., Ths word per-
sonslity is {n part the behavior displayed in a work setting. The facets

of the work persopality form a patterned wvhole. Change in any one aspect
will result in changea threughout the work personality. Perhaps one of the
great innovatfons of the future will be techniques for restructuriang selected
aspects of the work peraonality. The elementa of a work personality theory
are discussed by Neff (1968), by Lofquist (1569) and in publications of thc
Chlc.;o Jvs (Gell-nn. 1953, 1954, 1963).
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A third fonovatfve development Ls the reccgnition of continued vocaticnal
development throughout an individual 1ife span. Alterations in the werk
personality which can occur at any stage of vocational development result in ~
modifying work abilitfes, reactfons to work satisfiers and dissatisfiers,

the meaning of work and the attitudinal and behavioral components which ’
pattera vork behavior, Vocational evaluatfon assesses an everchanging work
perscnality rather than an iuvarfant, static perscnality. The evaluative r
task {s to chart the directiou of work personality changes and to parcel

eut parameters affecting the rate, scope and direction of vocational changes.

(Y

The fourth innovative propositicn s the definition of work adjustment. Since
work behavior is behavior in a culturally prescribed work role, work adjust- !}
went may be considered narrowly as job adjustment defined as the degree of
compatibility between the work personality and the work role characterfzing

a specific job. A more general definition of work adjustment iB concerned
with the relationship of the work personality to the range of availsble work
reles in the work culture. Any discussion of job adjustment should follow
Lofquist (1969) in stressing the specificity of individual reactions to @
particular job. An employee works on a unique job, at a particular time, !
for a specified firm or organization, with a given set of managers. ‘The terl,'
Job adjustment refers to the quality and type of relationship between the [
psychosocial field of the job and the work personality. The two types of f
work adjustwect, general and specific, may exist and very independently.
Different techniques are required for assessifig and developing job and work
adjustaent, |

TECHNOLOG? it

The four preceding theoretical propositions constitute the beginnings of en l
empirical theory vhich can get the &tage for technological advances in voca- !
tionsl eveluation sad adjustment. Theory fs a prerequisite to f{nnovative u'u‘,
of technologicel discoveries 83 is evident in the history of technolcgy which ®
is replete with forgotten or unused inventiona. For exasple, slthough ate !
pover was discovered during the Greco-Roman period, steam pover was Jaid ssfde’
oF treated as 8 toy until the nineteenth century when it wae rediscovered end
incorporated in the industrial process - similerly with the use of wrik a8 l ‘
80 assessment OF therspeutic tool im vocationsl rehadilitetion. Altlough | |
the importance of useful, meaningful activity for the mentsally and physicelly
disabled was recognized esrly {n history of western man, little effort was ' '
asdes to use work constructively. With the opening of the Perkins Institute
workshop in the nineteenth century, there was swareness of the meanitg of |
work without any sttempt to use work as 8 plenned rehsbilitetion techimique.
While men have talked about work end ledor for millennis and complained for

the same period, it fa only in the last two decades that the rehabdilitation
movement 1is bejinning to treat the work e’ uaticn as sn experimentsl chd“r
for conducting ressarch in vocetional sdjustment. At the Chicego JV8, work
serves aa 8 tool for observetion, evaluation and work adjustment of hendi-|
copped persons (Gellmsn, 1957). The term work refers t, sll types of produc- :
tive sctivity paid or unpeid regerdless of locele, whether in workshops, | |
fostitutions or industry. The use of various locales for vocational reha-
bilftation purposes is Lllustrated in the vorkshops of the Arkansss (1970)

and Atlente rahedbilitetion ceatera (1970), fastitutional work programs .
(Washington, 1970) and the {ndustrisl program of the Cove project (Dslta, 1970)J
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The second technological {nnovation is the treatment of work personalfity as
a serles of patterned responses embedded in a situational field, or context,
the work environment, which defines, gives meaning to and limits responses
of the work personality. The work setting modifies the level and type of
reaction of the work personalfity. Characterfzation of a work situatfon
requires specifications of pressure, motivational levels, need satisfaction

. and patterning of work variables. The concept of the conjoined work personal-

ity/work situatfon constellation leads to the introduction of planned varis-~
tions of variables as a technique for determining work potentials, for
ascertaining changes in work personality patterns unier varying conditions
and for adapting the work personality to various typ:s of work situations.

At Southern Illinois University, Sanders (1970) is u3ing operant conditioning
to experiment with the effect of three different lev2ls of motivat{ion upon
functioning abilities. The Atlanta Employment Evalustion and Service Center
(1970) and the Chicago JVS (Gellman, 1957, 1965, 1967) vary work variables
in workshops to ascertain the effect of the varisbles upon the work personal-
ity of clients.

The third technological change {s the differentiatfoa and use of the client's
ioternal frame of reference t» analyze the work situation., The fanternal
frame of reference, the client's perception, {5 distinguished from the
external frame of refurence which is the consensual picture of the evaluator
or counsslor. The client i{s brought into the equation when the vocational
adjustment program trests him as & participart and wien his frame of reference
is examined for its fintrinsic value and for its correspondence to the work
svaluator's definition of society's view of the "real work situation” (Delta,
1970). Davia {n thia publication reporta that administrators' concepts of
their clients' perceptions of & situstion differ marxedly from the client's
perception of the same situation. The discrepancies between the viewpoints
of different actors inm the work scene can be explicated and used to develop
new evaluative and adjustive techniques,

A parallel and related development fs the use of the client's vocational

history as a predictive tocl in the vocational svaluation and work sdjust-
ment process. Evaluators and adjusters are shifting from the utilization
of vocational histories as explanstory devices and beginning to view the

client's vocationsl history as a msp of hia vocationsl future and sa a
picture of trends which will continue in the abssnce of major changes in
the wvork personality or work environment. The history furnishes the

| evaluator with the client's comstruct of his work culture including signi-
\»ﬂcant variables, important figures and pathways or bdarriers to work adjust-
!ment, The client's schems offers the evaluator clues and predictors which
ican serve as guides for projram esphasis in the sdjustment process and as

| poseible messures of program effectiveness. At the ssme time, the vocstionsl
history approach suggests another view of work sdjustsent. It caa be con-
sidered as a techniqus fcr enabling the client to rewcits his vocational
history and concurrently his predictions of hia vocat{onsl future.

The fourth technological sdvance is the planned ues o/ culture bridges to
facilitate client sdaptation to & work culture. The <isparities between the
disedvantaged or dfesdbled client's frame of reference and that of the work-
shop or rehabilitation facility leads to fssuea of cultural compatibility and
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culture dbridges which span the gap between the client's work culture and the
modal work culture exemplified fn workshops. The cultuve bridge concept
unites vsrious approaches to vocatifonal rehabilitation concerned with exper~
ientfial deficiencies aad client misapprehension of work situations or roleas.
Among these are the workshop, the job tryout, the development of simpliffed i
English versions of instructfons and tests, the collection and teaching of '
terms specific to an industry or occupation and adapting the client to the .
testing process by generating a change in the cifent's frame of reference.

Test adaptation for the disadvantaged and dependent involves lengthening

the pretesting period, repetition of tests, the use of change scores 8nd the
utilization of parallel test forms as study material. The Delta Foundation's
program (1970) 1llustrates the use of industrfal job sites for work accul=- |
turation. Clients spend two to three weeks at each of eight to 10 different
work stations. |

The three—phased work adjustment process of the Atlanta Employment Evsluation
and Service Center (1970) exemplifies another type of work culture bridge. F
The first phase acculturates the client to work by spanning the gap betwees
the clfert's cultuze and that of the workshop which combines aspects of the‘
clients and the work subculture. Phase two and Phase three are progreuivelv
more stringent and more demanding. Phase three, the last stage of the Lark-
shop, approximates the rigors of competitive employment. The facility assumes
that in part the prodlem of aiding the disadvantaged requires transformation
of the client's internal frame of reference into one compatible with the |
demands of & work culture., After achieving a perspective of work goals, vork
roles and work satisfiers consonant with the modal work society, a client ls
psychologically ready to enter employment. |

The fifth technological advance is the beginning of a systematic vocational
classification of clients. The lack of a meaningful vocational classificetion
is a significant commentary on theoretical psucity in vocational rehubilltitlon.‘

et S gt it

At present most rehabilitation clients are categorized by the nature of th
dissbility, demographic categories, biographical data or by type of paycholo~
gicel difficulty. Very few are clasaified in terms of vocational problems or
work peuonanty cheracteristics. '

A proﬂllinl beginning is found in Rehabilftatfon in the Concrete Jungle
(Kunce, 1969) which presents sn "Index of Rehabilitstion Difficultiss” for
classifying clients in terms of potential for vocationsl rehabilitation. |
Although the index requires extension and refinement, it is an importent *
beginning in a difficult field. Other schemata with inpncations for voce~
tions] evaluation snd work sdjustment sre the Chicago JVS's work personslity
clessificetion (Genun. 1969) end Hersheason's (1968) vocstional dﬂelomnt
syatem. }
METHODOLOGY ' b

= !

Methodology snd technique constitute snother ares of ianovetion in vocstional
sdjustment. An important sdvancs 18 the tentstive formulstfon of principlis
for vocstional evsluation based on the use of two types of hypothesss:

(1) gensrsl hypotheses desling with the indivicdusl a8 & worker snd (2) o
cific hypotheses regarding the rate and directfon of work personslity chacges
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ith respect to work goals (Gellman, 1968). The hypotheses are formulited as
robabilistic o. conditicnal statements of client behavior with respect to
ork variables under speciffed work conditions. The importance of the general
ypothesis is 1llustrated in an experiment based upon data gathered iIn con-
structing the Thematlc Apperception Test. Ten years after the test was com-
leted psychologists and psychiatrists were brought together and presented
1th case and test data for students who had served as guinea pigs 10 years
before. The subjects were asked to use case materfal a decade o0ld %o predict
the present status of former students. The experiment permitted immediate
validation of evaluative hypotheses. There were sharp differences among
predictors reflecting the interaction of subject with type of client and
wmethod of appro.ch., Whereas some predictors did poorly, othurs succeeded in
prediceing the type of work being done, tha type of firm in which employed,
whether married, divorced, etc. Differences in predictive ability appeared
to be based upon the predictor's ability to forpulate and use a general hypo-
theais as a basis for deductive reasoning to behavior in specific life areas.
Predictors who did not formulate integrative generalizations mbout the stu-
dents did poorly. This intriguing experiment suggests the desirability and
usefulness of s multidimensional-integrated approach.

The importance of & gerneral hypothesis is fllustrated in the work of Parnicky
(Cobd, 1 07) of the Johnston Training School who assessed the value of evalua-
tion in a five-phase program in a state training institutfon. Clients were
given a Jarge number of tests of varied types and undervent various assessment
techniques. Parnicky found that general evaluations were superinr to specific
evaluations and that the shorter the time interval between evaluation and
tehavioral testing of evaluative predictions, the grester the probability of
predictive success. His results indicated that using Phase one to predict
behavior in Phase two would provide a greater degree of success than ff Phase
cne evaluations were used to predict behavior in phases three, four or five.

Beno's (Cobb, 1967) work with the mentally retarded fs a third example of the
importance of general hypothesea regarding subjects. ~zno tonducted a follow-
up study of specfal education students who dropped out of gchool. Predicticns
of employability, etc., vere made prior to the follow-up. Her subjects
were representative of the out-of-school mentally retarded population. The
roup included acceptees and rejectees of the Minnesota Diviaion of Voca-
ional Rehsbilitation. Deno found thet using & general hypotheais to predict
loyability and vocat{onal adjustment was aore 1ikely to result in correct
Zredlcumm than limited apecific evsluations.

second methodological ianovatiou 1s the heuristic combination of goal and
athuay concepts similsr to tbe PERI prograam in {ndustry. Formwerly our goals
& vocational evaluation and work adjustment were general rather than specific,
nd directional rather than concrete. They wure spplicable to a class of
1ients rather than a particular clieat. Work adjustment counselors accepted
1ient movenent in the general direction of & far-off goal, uitimate emplny-
ect, as 8 satisfactory messure of work sdjustment. The attitudea of work
Adjustment programmera are changing. They are aware of the need for apecific
ocational gosls and tie importance of charting individualized pathvayas
{rected towards goal schievement. Vocetional evsluation predictions are
conditional atatements of the if-then type which incorporsate goala.

ork adjustmsent grogramming involves mapping 8 program by wo~king backvarda
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from goals get {n the work evaluatfon and work adjustment processes. This
procedure necessitates determination of the answers needed for each client
and the predictive instruments required to individualfize assessment and work|
adjustment procedures. The requirements for individualization of evsluative)
predictions will vary depending upon the nature of the problems to de dealt
with, the workshop program Lo be used, the client's stage of vccational devel-
opment, the type of work personality displayed and the nature of the work

the client plans to undertake.

Specific hypotheses regarding client performance f{n demarcated areas of
employability will be required in addition to the general hypotheses discussed

previously. The specific hypotheses will be stated as propositions which fcre-

cast characteristic behavior, difficulties aod probable outcome fn vocatlonal
activities affecting employability, such as the sbilfty to function produc-
tive'y in competitive or noncompetitive employment, the capacity for active
job seeking, adequate performance f{n the job sceking rcole, the ability to
secure snd hold a job aud potentfal for upgrading.

A third ipncvetive technique is the use of the work setting to construct a
work sftuation which serves &3 work reality for the clfeat and which parmits
utilfzation of situational work factors to observe and modify work behavior.
The Atlanta Center (1970) uses a series of three workshopa graded in diffi-
culty to maintain the necessary degree of work versimilitude as the c¢llent's
work capacity {ncreases. Rehabflitation projects such ea Mississippl (1970)
are beginning to use the client's interpal frame of rafercnce to construct

a work situatfon which is real for him and which can be transposed into the
socialized reality of work in on-site training or industrfal work whenever
the client {a ready. The experience of the Atlanta project indicates that
the shift to a ttue work sftuation {s made smoother {f we can specify obser-
vable and controllable varlables such ss the type of supervisicn, work pres-
sure, co-worker Telations, etc., which will permit the agency to use {nstfi~-
tutional and industrfal settings for work therapy with clients. wWhile
rompetitive employment has therapeutic values, there are differences between
work fn the workshop and industrial work., The latter may be more liafting
with respect to the type of work provided, the capacity of the vork eaviron~
meat to <ope with and contro?! client behavior, the observat!onal skills
displeyed and the therapeutic skille foremen utilize with cliunts. j
A fourth innovetive device is the use of grcups to wmodify or construct client
subcultures. Typical group programs take eight to 10 clients and place them
fo a greup situstfon which leads to the development of a differentisted aub~
culture and ocorms which can serve &8 cultural links to the work culturs or o
ony desfred subculture. 1ilustretive sre group guidance and therspy uuio‘u
and the trenafer of patients frouw an fostitutionsl setting to s commmity
group as reported by Fafrweather (1967). Other examples ars employment clybs
for workehop gredustes and the use of client work groups in fndustrisl firse.

A f{ifth sejor advance in technique {s the fncreasing sbility of rehabilitafioa

projects to undertake s prychoecologicel analysls of the work eaviicoment.
For the vocational evaluator or work sdjustmsent counselor, the work eavitod~
ment includes fn eddition tO customary §ob requirements tte perecnal and
imperaonal nexus vhich integroates work roles and work personslity demands
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into an integrated ccastellation. There 48 a reciprocal relationship between
the work personality and the work setting. Lofquist (1969) points out that
the work environment must epnable the workers to function productively and to
derfve satisfaction from work., In turn, the work personality must be compati-
i{ble with the work environment, capable of functioning productively and able

to find satisfaction In the work performed. work environments dfffer with
respect to qualitative and quantitative features fncluding work variables such
as need satisfaction, pressure, interpersonal relatfioms, etc. The job descrip-
ition 18 a general classification of a universe of positfons. Despite simi-
lai itfes in job titles, all positions are unique and specffic. Since each
position in which a client is placed ie different, job placement for the
‘disadvantaged or deviate client presupposes an estimate of the suftability

of the work personality and the client's possibilities for work satisfaction
in the job in question. If the zlient's work gersonality is fncompatible or
markedly different from those of other occupants of the position, a psycho-
ecological analysis of the positfon {8 required. The Washington RECOVER
(1970) and Delta (1969) projects demonstrate the use of extended on-site
institutional and industrial jod eample to determine the tolerance of work
environments for given types of work personalities. Lofquist's analysis of
work adjustmert and the work personality analysis of the Chicago Jewish
Vocational Service (Gellman, 1969) indicate methods for conducting a psycho-
}ecological analysis of positions.

:The use of experiential learning, the eixth major innovative technique, is
changing evaluative and adjustment methods. The shift from teaching work
behavior to using work activity to shape or develop appropriate work patterns
has focused attention on learning while working. The workshop is seen as a
situational tool in which the process of working and work eaperiences serve
aa catalysta for clients seemingly unable to benefit from fnsight or verbal
therspy. Learning by doing prograss may change work values and attitudes as
well as behavior (JVS, 1970). If the work adjustment programs permit control
of work variables as at the Atlanta Exployment Evaluation and Service Center
(1970), the usefulness of 2xperientfal learning techniques is enhanced.
Increasingly workshops are better able to influence the experiential learnirg
process with the developwent of methods for analyzing the work eanvironment as
A peychosocial manifold and for specifying and deffning the work personality
components which are modifieble in a workahop program. The experiential
learning approach presupposes in addition the capacity to vse aituational
techniques to mold the work personality fin accordance with a deafred work
behavior model.

Two correletive methodologiea ara uscd to ex 'ify the experientisl lesrning

' approacrr: (1) aftuationel techniques which perait analyeis of on-goirng work
behavior eand ahifting the vocetfonsl pettern towards goal achievement, and
(2) cue accentuation In the work setting. Tha letter technique fnvolves
differentisting and specifying work cues daaigned to gcaerate particularired
responsea. Behavior modification, reinforcement and training are aome of the
techniquea used to differentiete and underline cuea for client reaponses.

Experientisl lesrning methodologies necessitate developing fmproved obeerva-
_ ticnal techniques which provide more varied as well as wore reliable and
. Q ] pesningful representations of tha client at work, Ope possibility is to
‘ E MC help the observer exrplicate hia polat of viev and to train him to aseume &
?;t e
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variety of observstional toles. Workshop foremen can be taught to use
specfalized observational techniques which reflect the perceptual viewpoints
of varjous types of observers {Gellman, 1969). With adequate training,
foremen can view clients using the perceptual framework of an employer, an
industrial foreman, a counselor, a co-worker or a psychclogist. The frame
of reference adopted by the foreman focuses attention on preselected cues
and behavioral patterns which can be interpreted differentfally. Related
areas of training for foremen observers include Hall’s (1959) concepts of
nonverbel language as the silent language of behavior and the use ~f
obgervational scsles speciiying and defining significant behavioral items.
With improvements in the methodology of observation and increasing ability
to understand the silent language of clients, expericntial learning will
become a more impcrtant technique for modifying work behavior and attitudes.

TARGET POPULATIONS

Innovative developments {n the fourth and last of the four areas - the target
populatfon - extend vocatfonsl adjustment techanjques to hitherto unserved
categories of clients. As we examine the history of rehabilitation workshopa,
we note the ripple effect which imnovative technologiczl developments have
upon the number and types of cllents Berved. The introduction of the clini-
cally orfented werkshop resulted {n facilities which added the mentally
retarded and the epileptic groups to workshop clientele. Other categories

of physically, mentally or emotionally handicapped weie served as rehabili-
tation facilities developed skill and familiarity with vocational adjustment:
techniques, |

During recent years, vocational evaluation and work adjuatment techajques
wvere extended from the dissbled to individuals exhibiting deviant behavior -
the ex-drug addict, parolees end youthful offenders. At preseat, vocatfonal
adjustoent methodology is being used with economically dependent Broups
(Atlaata, 1969), the recipients of public assistance (Arkansas, 1920), resi-
dents of inner city or model city areas (Illinofs, 1970) and rural immigrents
(Mispiastippi, 1970). In addition to these target populations, vocationsl
evaluation and work adjustment techniquas are being tested with the entire
spectrum of persond separated from the work culture and the labor market!

the dependent, the disadvantaged, the disengaged and the dlsemployed, the
individuale who are pushed saide by our soclety and who need extendsd help
to cope with the problems of eantering, re-entaring or remajning in tha labor
narket. Other groups which will probably be served by vocational adjusiment
programs to 8 grester degree are in-achcol disadvanteged youth for whom ;
achoo] ~workshop or acheol-work programs will be available, out-of-school
unesploysd youth and eged persons cast out by the labor markét. The common
thread running through the verious groups cited in thias section is the sbssnce
of & sustein:d relationship with the work world and lack of participstion in
& subculturs which provides & bssis for developirng 8 work pcnonauty appro=
priste for the modal work culture. - s

CONCLUSLON

The 1960's vere an fanovetive decade for vocationsl adjustment. BMullding upon
tvo developmants fo the 1950'e - the vocstional sdjustment workehop snd ths

concept of the work persccality - the vocetional sdjustment Field vhich includes

95




Gellman

vocational evaluation and work adjustueat matured and moved from a pragmatic,
atheoretical attempt to assist disabled persone towards becoming an applied
science,

The innovations which followed the transformation to an spplied science
occurred in theory, technology, techniques and clientele. The deginnings
of an ewpirical theory altered vocational evaluation practice, clarified the
use of work ag an evaluative and adjustive tool, led to re-examination of the
work environment concept and improved understanding of the work personality
in relation to the work situation., Technological developments were equally
vigorous centering on use of the workshop, the control of paychosocial work
variables, and the crestion of culture bridges facilitating eatry into the
workx society. Methodological innovations led to a more precise formulation
of the principles of vocational evaluaticn and work adjustment programming
and the empleyment of group techriques to construct client subcultures
oriented towards productive work. The evolution of techniques for analyzing
the work environment and the work personality make it possible to assess and
provide vocational adjustment services to formerly unserved clients such as
the dependent, disengaged, -lisadvantaged and disemployed.

The innovative developments discussed in this paper suggest that vocational
evalustion and work adjurtment programs will be used with most 1if not all
disexployed persons. The vocational adjustment field now has the capacity
to enhance the employability of the disemployed through: (1) a more compe-
tent analysis of the work personality and work environment, (2) helping
clients recapitulate the process of vocational development, and (3) using
psychosocial wirk variablea to shape the client's work personality towards

a productive work orientatics.

The irterplay tetween theory and technology im vocational adjustment has
generated new concepts and approaches united by the techniques of vocatfonal
evalustion and work adjustment. One result {8 the extensfon of service to
new types of clienta as is evident in the reports of projects underway or
recently completed. The success with these 8roupa Points to an emerging
frontier - the spplication of vocationsl evaluation and work sdjustment
techniques to fndividuels unable to adapt to the exigencies of a demanding,
work oriented, competitive econowmy.
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STAFF RECRUITMENT, TRAINING AND DEVELOPMENT ASSOCIATED WITE THE
DELIVERY OF VOCATIONAL EVALUATION AND WORK ADJUSTMENT SERVICES:
THE MANPOWER ADMINISTRATION

by

Anthony Fantaci

Although several Employment Service state agencies had developed their own
kinds of counseling programs prior to World wWar II, it was not until 1945
‘that a tounseling progzam was begun cn a national level. The great numbers
‘of returning veterans whose needs were largely evsluational, adjustrment and
rehabilitative in nature particulerly brought into sharp focus the need to
concentrate on perscnnel trafned to deal effectively with a range of man~
power ger.ices thst promiscd to become continucusly broader.

TSince most colleges and universities at that time did pot provide ms & part
of their regular curricula the counceling preparation to desl with these
;ty]:eu of prodleas, an attempt was made to provide the necessary skills on an
in-hose basis to those already employed by the Ewployment Service. A com-
ittee consisting of .state, regional and natfonal staff was formed to develop
the first formal {n-service training program to be adopted and utilized on a
regular basfs. The resulting training unit, an intensive efght-day program,
jras ugsed by every state for many years. In 1949, the first get of counselor
standards was developed.

ring the 1950's it became more and more apparent that it took more than
ight days to make a counselor. In other words, more continuous, in-depth
nd long-ters training was needed to provide qualifizd personnel apd to
generally raise counselor standards. In 1958, selection standards for

ployment Counselor Trainee, Ezployment Counselor I and Emplcyment Counselor
I were described. Specifically 1isted were: the acceptable education
devel; scceptable specialized courses; acceptable experience; ard the
equired knowledge, abilities and perscoal traits recommended for each
lassification. For example, course aress suggested included guidance prin-
iples and techniques, analysais of the individual, personality cevelopment,
ccupational and industrial information and psychology courses. These gtan-
ards represeated a significant expsnsicn over what previously existed.

o facilitete reaching these standards, out-service treining programs vere
ntroduced. The states were strongly encoursged to provide ageacy sutsidies
nd to consider varicus arrangements so thet counselors could Elke advantage
£ needed cut-service training, pot only so that they could atfain the mini-
educationsl requirements, but also so that they aight become gentrally
etter prepared to serve the needs of the people. Some exasples of cut-
ervice training programe were: a full semester Or more on campus, reguler
ening courses taken vhile working full time, reguler courses during the

y for which leave might be granted, regular summer school courses and
peclally designed short courses or institutes. Curreatly, out-service
raining programe sre pervasive and remain a significant part of personnel
evelopeent. .
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In 1959, detailed guidelines on preparing proposals for out-service counselur
training were distributed to sssfst the states in taking full advantage of
the training available.

In 1965, the revised and currently applicable standar’s for selection and
development of Employment Service counselors were wrlitten., The realfeation
of the increasing demands on the counseling role was reflected in the even
higher suggested standards of selection. 'To perform the job of employment
counseling, the counselor must be able to see and help assess the whole per-
son," states the introduction to these standsrds. Further it statea, "He
must be able to integrate the counselee's total needs with his employmeit
ueeds as well as help the counselee to gain insfght and self-knowledge dt.dng
the counseling interview.' :
The guidelines speciffed that all classiffcations of counselor (f.e., employ-
ment, master and supervising) should have a Master's degree or its equivalent,
and those indfviduals recruited without such preparation should be upgraded |
through out-service training. |
Despite the fncrease in the availability and use of f{n~ aud out-service trsin-
ing programs, shortages of qualified personnel in the Employment Service i
continued to exiat. This ahortage became particularly evident in 196§ when
the Department of Labor conceived its plan for a nationwide network of Youth
Opportunity Centers (YOC's, operations outstationed in the community to pro-~
vide specfalized manpower aervices to disadvantaged youth), and there were

not erough trained personnel to staff the centers.

To slleviate this shortage, the Department of Labor lauriched the first Counielor ;
Advisory University Summer Education (CAUSE I) training program inm the eamer
of 1964, In response to a natiouwide recruitment program, 22,000 persons
applied for the training to be offered in 38 collegea and universities acrods
the nation. A total of 1,724 were selected, trained and certified by the 1
department fcr work in YOC'I. The eight-week acadeaic program was designed |
to meet the trafning needs of the clasa called Youth Advisors, who had some
experience with disadvantaged youth but who could not meet the qualiffcatfors
for counselor. }
Upon completfon of the CAUSE 1 training in September cf 1964, funds were made
available for hiring of the CAUSE "greduates™ by atate sgenciea. As the YOG's
became operativnal, the CAUSE treinees moved fnto them, By taking advantage
of available university facilitfea, the first Project CAUSY aigniffcantly
in¢ressed the nueber of personnel with college degrees in the Employment !
(S Service, and it provided treined staff fn time for the opening of ths Youth:
Opportunity Centers early fin 1965, |
|
A second CAUSE program was undertaken in the eusmer of 1965, Thie project had
a four-fold purpose: (1) to belp sase the critical shortage of counseling
pereonnel nationslly; (2) to amprove the quality of Employment Service cowns
. eeling; (3) to belp train pationally those underemployed and unemployed perpons
L wvho oeeded training to Qualify for jobe thet would utilize their sliille to
T ’ capscityi and (4) to bring fn those indigencus people vho, becsuse of their

\‘1 . own 1ife experiencee and community repport, <could better relnte to the diesd-
N : vantuged groupe on vhich the Baployment Service wes beginning to phco fta
4;{:]: lC ; ; erphaefe. »
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ladder concept was not included in the community worker class, which the
series r~placed.)

This series was designed 8o that not only would the job of the professional
be improved but those persons with less than professfional qualifications would
be given t! yportunity to do work that was useful and meaningful. Also,

the Employme  Tervice duriny these years was steadfly changing its philosophy
and policy and had begun to assume a more active role in the employment field.
The Human Resources Development (HRD) concept was fntroduced in 1966 to enable
the public Employment Service to fulfill its social and economic responsibilicy
to all those who wanted to work, regardless of ecployment barriers. This
involved reaching out into the community and providing a wide range of man-
power and supportive services Lo {ncrease the employability of those unem-
ployed and underemployed individuals in peed of help. These efforts required
the presence of personnel who could most effactively provide applicant ser-
vices such as outreach, orfentation, follow up and continuity of service and |
support fn 311 program phases. And evperfence began to show more and more
clearly that indigenous preprofessiona’s, due to their unique empathy with,
and understanding of, the needs of those to be served, were often best able

to do this.

Training at each preprofessional level was strongly stressed in these recom~
wendations. In additfon to this in-service training, It was felt that each
preprofessional staff member should maintain continuous contacts with a
counselor to consider his own career goals and to acquaint him with the (
career avenues available to him within the Employwent Service. As well, the
idea of supervisors of preprofessionals recefving thorough training was
encouraged. l
Maupower programs such as the Work Incentive Program and the Concentrated
Employment Program began using extensively preprofessionals, especially
coaches. In fact, WIN guidelines, in their incorporatfon of the Employa-
bility Development Model, specifically required the presence of a ccach on
each employsbility development team.

The Training in Manpower Services (TIMS) program, & modiffied version of CAUSE,
was launched in the aummer of 1968 to help ataff WIN and CEP prograns {n
manpower agencies. The aim of TIMS was to recruit 2,000 unemployed people who
were indigenous to the poor community, to give them crientation and work ex-
perience treining snd to place them in trsining-relsted jobs. Tvo-thirds of
those recruited were in the preprofessional cetegoriea primarily to sarve as

s bridge between the manpower sgency and the disadvantaged applicant. 1t was
desfgned that the remaining one-third would bs hired to fill entry-level i
professional positions in counseling, job development &nd work treining im
WIN end CEP programs. . et

In crder to participats in the TIMS program, state agencies were required to
aaks 8 commitment to provide the trsinees with jobe upon setisfactory comple~
tion of the institutional treining. Stete Employmen’ Service sgencies were .
slso required to st up cereer ladders to provide the treinees with upward

mobility. .
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ladder concept wae not included {n the coummunity worker class, which the
scries replaced.) .

This series was designed so that not only would the job of the professional

te improved but those persons with less than professional qualifications would
be given the opportunity to do work that was useful and meaningful. Also,

the Fmployment Service during these yeara was steadily changing its philosopby
and policy and had begun to assume a more active role ip the employment f -.d.
Tt.e Huran Resoutres Development (HRD) concept was introduced in 1966 to enable
the public Employmeut Service to fulfill its social and ecoromic responeibility
to all those who wanted to wotrk, regardless of employment barrlers. Tnls
involved reaching out into the community and providing s wide range of man-
yewer and supportive servizes to facrease the employability of those unem-—
ployed and underemployed fndividuals in need of help. These efforts required
the presence of personnel who could most effectively provide applicant ser-
vices such as outreach, orientation, follow up and continuity of service and
support in all progrsm phases. And experience began to show more and more a
clearly that indigenous preprofessionals, due to their unique empathy with,
and understanding of, the needs of those to be served, were often best able ’
to do this.

Training at each preprofessional level was strongly stressed in these recom-
mendatfons. In addition to this ip-service trafning, it was felt that each
preprofessional staff member should mainta{r continuous contacts with a
counselor to consider h{s own career goals and to acquaint him with the
career avenues available to Lis within the Employment Service. As well, the
idea of supervisors of preprofessionals receiving thorough training was
eacouraged.

Manpower programs such as the Work Incentive Program and the Concentrated
Esployment Program began using extensively preprofessionals, especially
coaches, In fact, WIN guidelines, in their incorporation of the Employa-
bility Development Model, specifically required the presence of a coach on
each exployability development team.

The Training in Manpower Servicea (TIMS) program, a modified version of CAUSE,
was launched in the suzmmer of 1968 to help staff WIN and CEP programs {n
manpower agencies. The aim of TIMS was to recruit 2,000 unemployed people who
were indigencus to the poor community, to give them orientation sand work ex-
perience training and to plece them in training-related jobs. Two-thirds of
those recruited were in the preprofessional categories primarfly to serve as

a bridge between the manpower agency &nd the disadvantaged applicant. It was
designed that the temaining one-third would be hired to f{1l entry-level
professional position® in rsunseling, job development and work training in
WIN snd CEP programe.

In order to psrticipate in the TIMS program, atate agenciea were required to
nake a commitment to Provide the trafnees with jobs upon satisfactory compler
tion of the tonstitutional training. State Employment Service agenciea were
also required to get up career ladders to provide the trainees with upward
wobility.
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Recruitment procedures for the program were designed to remove artiftctal
barriers to employment. An important aspect of the recruitment process was
the waiving of the written examinaticn requirement for preprofessionals under
the merit system. It also made it possible for preprofessional applicants

to subst{tute work experfence for education, thus eliminating the minfoum
education requirement.

e bt et s

The TIMS program was leas than totally succesaful in that only 425 persons
were actually trained and hired, primarily because the number of slots anti-~
\ cipated did not materfslize at that time. However, a significant cutcome of
TIMS was to force the recognition that state merit system requirementa for
a high level of education and verbal &bility were not necessarily relevant
for all jobs. Familiarity with the disadvantaged community and ability te
relate to tha residents were becoming more important for preprofessional jnbs
than the more traditional written exams,

As time went on, it was the experience of state agencies that many preprofes-
sional employees had the ability to perform at the professional level despite
their lack of formal education. In 1969 this experience was reflected in a
1 set of modifications which enables indfviduals who have demonstrated their
ability in the preprofessional classifications of employment aide, employment .
agent and coach to be promoted to professional level work. Preprofessional i
experience and in-service trainimg, which may be substituted for a college
degree, can in no way be construed as a lowering of qualifications for an
entry-level professionsl job. The Employment Service has realized that the
nature of profesaional jobs 1s changing and that the skills & good coach bringe |
1 to his jot are every bit as valua‘b.le as the academic £kills a college graduate
brings to his job. !
X {
!
[

These new guldelires called for an advanced in-service trainircg program to

give the experfenced preprofessional the skills and knowledge he needs to

perform at the professioral level. It was recommended that traditiomal i
trafaing situations be svoided snd that those innovative techniques mcre
televant to preprofessionals be utilired.

All thie does not mesn, of course, that collegs gradustes do not continue to
be a recruitment sourca for the entry interviewer fob. This is etili guverned
by the open competitive examination process. A separate promoticnal examina-
tion for the celection of preprofessionala which stresses quality of work
performance, bdased on euluauon rather than a vritten test, was !tronsly
recomnended, .

Most state agencies have now established a serfes of preprofessionzl job
classes., As of January 1970, there vere approximately 3,400 full-time pre-
. professional employees, drawn largely froa disadvantaged groups (es opposed
to 2,400 4{n January 1969)

Two federal programs dculns with the hirfug and tnLMng ot preprofessfonals
fn public agencies havc werged in the past few years and deserve specific
mention. The New Careess progrem, begun f{n 19567, seeks to demonstrete that
the restructuring of professfcnal jobs fn the public services (either {n

Q civil service or in private nonorofit sgencies) will reavlt in improved
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services; more efficient use of professionally trained persons; purposeful,
dignified jobs for the unemployed; and opportunities for advancement (a !
career ladder must be built into each project). Through the techniques of
re-engineering professional jobs, tasks are extracted that require leea thaun
professional training,and from these specifications are established new jobs
and pew career ladders. The Program attempts to meet critical local shortageg -
both current and projected - of professional personnel in such essentisl

human service fields as health, minpower, education and welfare while pro-
viding new career opportunities for the disadvantaged. H :

Any atate, local or private nonprofit agency performing a public service to
improve the physical, social, economic or cultural conditfon of the community
which sgrees to hire, train and provide avenues for upward mobility Ffor
unexployed, low~income persons can be reimbursed by the Department of iabor
for trafning and salsry coste. Enrollees spend half-time in job trafoing ln1:
half-time {n educational activities. There are now 112 projecta operating
with approximately 10,000 enrollees.

The Public Service Careers Program (PSC), of which New Careers 18 a part, {3
now being initiated., The primary objectives of PSC are to help secure,
within merit principles, permanent employment for diamadvantaged perscns in
governmental agencies of all kinds (not just those engaged in human service
work) and to stimulate the vpprading of current employees. The latter not
only allows career development for the individuals hired, but also helps
meet the growing manpower needa in the public sectcr. PSC hopes to achieve
jtes goals by providing Furds to state and locsl governments and federsl
agencies to be used fn fnnovative projects directed toward overcoming or
eliminating those barriers - institutional, {ndividual and eavironmental -
which now prevent the most effective and efficient utilfzation of human
resources in public service.

To develop the ataff capability to meet the increasing manpover requirements
of the Eaployment Service, we realirze that we need to uifilize 21l available
resourcer for staff training and utilicstion. Especially if the Family
Assistance Plan 1s passed, we would be faced with staggering demands upon
the Employment Service. Also, the employability developmwent tass, which
requires fncreased use of cosches and counselors, is currently a pert of sl
WIN's snd CEP's and will probably eventuslly be s part of all Employment
Service local office operations.

There are several proposals now being developed to try to meet these projected
steffing neads, espacially of those stsff whose major functions fsll iato the
aress of vocstionsl evaluation and work adjustneat - the coach and counseloy,
One propossl, within the PSC program, cslls for trafning to upgrade spproxif
metely 1,800 present employeea in Preprofessionsl categories. Thess emplo¥pes
wvould be enrolled in progrars of uppradirg to include scademic trafaing, OJf
and traiofng o work skills and ell necessary supportivs servicis.

Another PSC progrsm being developed fnvolves 8 major New Careers progras igf
stste Employment Service agencies. The New Careers models would be utilisey
to bring in spproximatsly 2,000 entry employees in preprofessional categoriles,
Nev Caveers trsining would be &irected toward helping these persons sZvsnce
over 8 two-ysar perfod, through the career ladder, to become cosches
advance as work training specialists, job developers snd ccunselors.
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To increase counaeling staff, a proposal i{s being developed which would
recruit trainees from the preprofessionals at the third level (coaches) and
those at the interviewer level.

The curriculum models for the counselor training would be developed nation-
‘ally, adapting previously developed counselor training curricula presently
in uge and supplementing available materials as needed, either as. an in-
house operation or with the assistance of univereity consultants.
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STAFF RECRUITMENT, TRAINING AND DEVELOPMENT ASSOCIATED WITH THE
DELIVERY OF VOCATIONAL EVALUATION AND WORK ADJUSTMENT SERVICES:
THE COMMUNITY SERVICES ADMINISTRATION

by

Miss Margaret Graham

1 am really talking in relaticu to the public assistsnce programs, end since
thins is covered by more than one alministratfon in the Social and Rehsbilira-
tidn Service, {t seemed appropriate for zn oversll offfce to dimcuss this topic.
The problem from our point of view {s that outr part in this program is essen-
ti41ly & referral function. Msny of our clfents in theas programs have had
s devastating experiences In trying to improve their lot. Oun the other hand,
y of them learn techniques Bs to how to beat the ayetem, end others aleo have
ledrned some pretty effective self-preservation te-hniques for desling with mso
called "halping" persons. One of these techaiques that ie very effective is
that of doing nothing.

Th er experiences taat this kind of living has produced make it dffficult
for & raferral service to seem helpful to the pereon who needs avidence of
thing concrete and needs it now. .

One of the SRS projects which has been complated that deslt with rshabilitaticn
of the public assistance client has really discovered that ths usual epproach
in terms of work evaluation and work adjustment 1s not sppropriate to thie
group of clientele. Testing, completing forms and explesations of the programe
uq ineffective - they do not have mesning. Thess people have £1lled out foram
after form which has gotten them nowhers. Explenations given to tha less da-
prived and disadvantaged are slmcat Jatgon to our clisntsle. It was just more
of the same talk that gets one nowhere.

Outi of learning this, the project otaff decided to devalop what thay call the
"what can I do for you" approsch. This may be unorthodox, but it ylelded re-
sulte, Por example, a Z20-year old echool dropout ceme to the counselor and
ssid be wanted the counselor to provide him with a college education eo that
"he kould enter professicnal work. The counselor fmmedistely telephoned the
local collega to find out when he could make arrangesent for this young man

to in. The college required an entrance examinaticn. The data vas eat
up:‘ the young man went. He wae unable to pass tha college exsaination, eo he
could not be adaitted. He did not blams the counsalor for not giving him what
he Lnud; he blaned the college for not admitting him and eventuslly wes will-
ing to bave & program of vocational sducetisn worked out for him. Another ax-
ample 1a that of an srthritic voman who indicated that she wanted to be traiced
to pork on e fectory balt lins. The coumselor mada no affort to try to dis-
cosp with her vhst this meant in terme of physicel dissdility but mads srrange-
ment for har to bave a short wvork axperlence of woerking on a belt line. She
herpelf come to realize that sha could not endurs thie kind of work and would
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nave to take training in more sedentary work. No amount of counseling would
have overcomé for her the deep conviction derived from the People in the co
nunity in which she lived that factory work was the only thing that provide
an assured income.

Another technique that has been found effective in working with such clients
has been vhat 1is called "instant intake.”" This meets the demand of the person
to feel that something is being done now, The agency made an effort to have
a counselor always available for any "drop-ins” so that the person was nmot
told that Mr. so-and-so is not here today but was seen immediately and some-
thing tengible wee done. .

e e — N

Going back to the topic which haa been assigned to me, in terms of recruitment! |
1n relation to public sssistence programs, it really is not a matter of recruit~
ment. 1 think it 1s much more a matter of selectfon. I feel that individuals
in these agencies who are going to be igvolved in the cooperative arrangements
that ceea to be developing among the three agenciea (manpower, social welfare,
L4 and rehabilitation) have to ba selected on the basis of thefr faith that some-
thing cen be accomplished. This relates to what I mean by the difficulties in
the referral service. Referrals to either the employment counselor or the Yeha-,
bilitation counselor can only have success wvhen the staff mexber who is waking
the referral has that inner confidence in himself that something is going tt be {

¥

i

done, becesuss the recipient gets the nonverbdal coamunicatfion much more clearly
than he does the verbsl communicetion., Some of this conviction comes cut of a
period of having worked together and having coafidence in each other, which

is one reason thet I have been so delighted to notice the tendency to huve; the
thres agencies o1l vorking in the same phyeical location. We all know that ex-
hortstion and coercion do not work. It has to be the sure feeling that some-
thing will be done thet comes through clear and loud in the nonverbal communi-
cation. !

On the 3ide of steff treining, one of the things that really needs to go into
' the trefning of the sesistence worker is how to essees the situation. Much of
this deals with observetion technijues. The majority of the familfes are female
hesded bouseholds. The femals elrssdy bas one work role consisting of her home
responsibilities, cooking, cleaning, veshing, ironing, child care, etc. 1t 4o -
possible for s wiorker to obssrve the ectivities of this sort that rest upon this
woman. The worker can koow whether sie hap to do her vashing at & sink in the |}
kitchen or vhether thers {s & coin-operszted laundry in the block. This makes a
lot of difference in the work 1oad of the homekeeper. The worker can be taught -
to use obssrvetions in esseesing referrsls in regard to the medicel situatioa, i
some from observetion of physicei sppearance (missing teeth, physical deformity)
The vorker cartefnly cen sssess from observation the energy of the individusl ¢
vho {e golng to be taferred and thers should be sctusl information in the recoerd
or through the contects of clinic vieits, fllnessed, etc. The work history and |
educstion of the individual ere extremsly fmportent in sssessing the fesnibility
for job treining. Thers 1s 0o teed to recount the findinge that come out of i
verfous demonstretion projects {a relation to these two things. The sge of the |
treinse {s important in reletion to the kind of Job for which he might be traiqe,
In one of the projects, the Younger trsinees wers villing to teke the trefning
Jobe that ers io the compatitive labor market. The older tresinees tended to pre
O . for and have more sutcess in Jobs thet met dependency teeds of other persofs,
EMC ] such 89 ifcenssd precticel nurefng, child cere, etc.
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Anpther thing that needs to go in the agency training fn our programs for the
worker who will be dealing with individuals who are going to be entering train~
programs to enter imto the work world is a full krowledge of his own agency's
repources for supporting services a5 well as other community resources. For
le, 1f it seems well that a mother be entered into a training Program, is
- there going to be a homemaker service available in the event the children be-
[ {117 This again is the kind of thing that needs to go into the training
of ' the worker who 13 going to assess the situation in terms of a referral for
job training. The training vrogram could be spelled out 4n detail, but this
uTiliuuttative.

In|regard to the final statemsnt, the development of staff, I would hope that
eath agency could have a member on its staff who has sufficient free time to
review and assess the research and demonstration projects that are being con-
ducted in.this area. This should not be somebody who is designated as a re-
sesrch person in the agency but should be & person who is related to the pro-
grem to be adle to draw out expecrlences and findings that are epplicable to

the ongolng program {n the agency situation. One of the prograx objectives

for the Office of Research, Demonstrations and Training for 1971 is to develop
medas for better dissemination of research and demonstration findings.

Yot o- REFERENCES
Gtétnlct;h Associates, Inc. Impediments to eaploymant. New York, N.Y.,
SRS Contract No. 69-13,
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City. I(iuouri, SRS, RSA Grant 1250-64-5.
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r exploration snd resocislization. Everett, Washington, SRS, CRDT Crant
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STAFF RECRUITMENT, TRAINING AND DEVELOFMENT ASSOCIATED WITH THE
DELIVERY OF VOCATIONAL EVALUATION AND WORK ADJUSTMENT SERVICES:
THE REHABILITATION SERVICES ADMINISTRATION

by

Ralph Church

The 1954 amendments to the Vocational Rehabilitation Azt provided the authority
snd resources necessary for carrying out & comprehensive and long-range pro-
gram of training qualified rehabilftation personnel in order to gustain the
vitality of the nation's rehabilitation effort., Since that time thousands of
individuals have participated in professional development activities in such
fleldc as rehabilitation counseling, medicine, dentistry, nursing, occupational
therapy, pbysical therapy, prosthetics and orthotics, psychology, recreation
for the disabled, social work, sociology, speech pathology and audiology and
rehabilitatfon facflity administratfon. In addition, grants have beea made

for such specialized purposes as rehabilitation of the blind, deaf, mentally
retarded and public offender. The goal has been to recruit and train reha-
bilitation personnel for the broad spectrum of human Bervices professions and
more specifica. - to meet the manpower peeds of the public program of vocatioral
rehabilitation, rehabilitation centera and sheltered workshops.

In 1955 & total of 201 trainees were enrolled in 49 different programs at a
cost of §609,146. In additfon, B73 individuals received short-term training
at a cost of $181,476. In FY 1969 a total of 5,828 students attended long-
term programs, and another 9,100 received short-term training related to aome
facet of rehabilitation. Some 650 grants vere made to 275 di{fferent colleges,
universities or other fmstitutions. Total monies appropriated for these
various programs came to $37,170,000. Federal grants for professfonal tre.n-
ing, staff development and continuing education programs have been a potent
influence in the expansion and upward tread of the rehabilitation movemeat

in the past 16 years. .

An outstanding cedre of academicians, researchers, representatives of govera~
mentel rehabilitetion, manpower snd welfare agencien, and a hoat of practi-
tioners f{roa both the public and voluntary operating sectors have assembled
for this Natlonal Tavitatfonal Conference on Vocational Evalustion and Work
Adjustment Services. The next three days will be given over to intense
exploration and evaluation of every facet of this important process, the
client populations it {s prepared to accomodate and the ways in which reha-~
bilitation, manpower and social welfare agencles csn better relate to one
another fn the spplication of ths process.

This peper will raview tha history and grovth of the Rehabslitation Services
Adaisiatration’s affort to provids the field with treined vocetional evelua-
tion and work sdjustment apecislists and practitioners. These are the indi-
viduals who ususlly operste {n the rehabilitation center, sheltered workshcp
or similar unit, They may apply simulated or situational techniques of eval-
uvation end sdjustment, depending on the circumstances or vocationsl setting.
These techaiques may ba combined with other approsches vhen neceassry. AL

tha very outset it is well to re-emphasize ths impect of the 1954 amendmenta
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to the Yocaticnal Rehabilftation Act, which not only provided the training
authozity hut also the legislative base for relevant research and demonstrs- Y
tion rrojects, 88 well aa the authority to establish rehabfiitation facilities.
Prior to 1954, rehahilitation facilities were used rather infrequently hy the ‘
vocational rehabilitation counselor for the putrchase of case service for his
client. In fact, less than 2,500 state vocational rehabilitation clients
were served in rehabilitation faciliifes f{n 1955, and expenditures for this
purpose totaled less than $1,000,000. However, there was great interest in
the potential facilities had in the area of vocational evalustion and work .
adjustment services. The 1954 legislation provided the wedge not only to ¢
improve and expand the physical agpects of facflit{es and to greatly redesign .
the service module heretofora inadeguate, but through research to explore the
capacity of facilities to provide specialized services. The research element
vag able to isolate and demonstrate the effectivenesa of varfous techniques |,
and pethodologfes and to test them out in & vaviety of settings. As services .
ieproved in the sheltered workshop and rehsbilitation center, utilization of |
such resources by state vocstional rehabilitation agencies greatly accelerated
From meager use in 1955, referrsls had jumped to 132,000 clients 1in FY 1969 1
wvhen expenditurea for such services climbed to $62,000,000. The services
most often requested were those of vocational evaluastion and sdjustment train-
ing.

N\
This beckground is important, for as referral losds incressed significantly, !
80 did the interest in and need for trained rehabilitstion persoanel. Presautrs
increased from state vocational rehabilitstion agencles for guality services
provided by treined personnel, It was only nstueral then for the federal pquuri

" in the state-federal program of vocetional rehabilitatfion to turn some of fte

training resources toward the prepsrstion of personnel to work in the fisld &g
eveluators or to function in the ares of work or personal adjustment.

Federal trafning résources have been channeled in a number of directions
simultaneously. Not only have a number of programs been eatadlished for the .
treining of professional and support staff, but institutes of verious types 4
heve been held through the years to develop grester swareness in the Field
of the potential and effectiveness of ths vocetional evaluation and work
adjustment process, to transmit importent research findings, and to bring
together experts for conferencss, such ss the one that brings us together
todsy. At this point I would like to present s summary of tha ways in which
funda ¢f the RSA Division of Training have been used in the pest few yesrs
for these purposeat

-~ Regfonsl short-term {nstitutes hsve been hald in Iova, Few
York, Hot Springs, Boston and in other locetions, bringing
together vocstionsl gehabilitation counselors, stata agency
adainfetretive parsonnel, fecflity rapresentatives, treining
specinliste, stc., for the exchangs of information and {dess i
and discussions relsted to the techniques and usefulness of |
vocational evalustion and work sdjustment asrvices within a |
redion. I

f
i
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- The R3A Division of State Program Administration spomsors
"Institutes on Rehabilitation Services" each year for the
purpose of defining rehabilitation problems and developing
asolutions so that more and better services can be provided
by state vocational rehabilitation. agencies. Study groups
aspociated with the Institutes gave intensive effort to
evaluation and adjustment in both 1965 and 1966. These
efforts brought forth two documents: ''Training Guides in
Evaluation of VYocational Potential for Vocatfonal Rehabili-
tation Staff" in 1965 and "Guidelines for Organizing Voca-
tional Evaluation Units" in 1966.

- The regular RSA training programs which are geared to the
developuent of clinical etaff and administrative leadership
for rehabilitation facilities have been utilized extenaively
for providing short-term training in evaluation and adjust-
ment. These particular programs are located in universitiea
and national associations, such as the International Associa-
tion of Rehabilitation Pacilities. Direct grants may be made
in the form of supplemental funding for specific short-term
training purpasea.

= This natioral Invitational Conference on Vocational Evalua-
tion and Work Adjustsent Services is the third f{n a seriea
/ i of conferences on the subject which have been held in the
? past 15 wonths. The first was a "Think Tauk" Workshop held
st Stout State University in March 1969. It brought together
4 representative group of experts vho felt the time was right
to begin pulling together the various aspects of this field
] for review and interpreteticn. An outgrowth of the March
: 1969 meeting wes & netioncl conference held in Deaver, Colorado,
in July 1970, and ettended by close to 100 professionals from
the field of voecational evaluation and work adjustment. All
three of thess conferences have been supported, in part, by
RSA'e Division of Training. In all thres, & consortium of
RSA-s.pported univereities and SBS Research aod Treining
> Centera have collaborated.

In addition to thess importaat efforts, a number of certificate and degree
programs in eveluation and adjustment have been established to dring trained
personnel into the field:

= In September 19537, & five-week certificete program was estad-
1ished st tha Institute for the Crippled and Dissbled (ICD)
in New York City to prepsrs avaluators in the use of the
TOWIR wvork sample spprosch to vocational asa~ssment. The
courae does give those who attend 8 thorough briefing on other
spprosches to avaluation such ss work edjustment techniques,
the Genaral Aptituds Test Bettery, etc.

= In 1966 a plsoning grant was msads to Stout Stete Univerasity,
Menomonie, Wiaconsin, for tha purposs of establishing s Haster
of Scisnca degree program with s specialty in work evelustion.

*FRIC ;
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The first class graduated in 1967. This is a 12-month
program and includes nine months of academic classroom
instruction. There is close integration of theory and
practice. In addition to the degree program, Stout State
provides short-term training opportunities primarily for
the atates comprising the HEW Chicago region.

- Auburn University in Alabama initiated a program in March
1967 for the purpose of providing in-service training for
states in the EEW Atlauta region. In sddition a certificate
progranm was developed and students can matriculate three
times a year. The certificate program consfats of six weeks
of campus instructicn and four weeks of gupervised clinical
practice. Eight hours of undergcaduate or graduate credit
is glven those who successfully complete the program. A
Master of Science degree program is being developed st
Auburn,

- The University of Arizona at Tucson admitted students in
September 1968 to a prozram leading to a Master's degree in
Vocational Evaluation and Work Adjustment. This program
coneists of related philosophy, courses in vocational poten-
tial, job aamples construction, lsbor market analysis and .
450 hours of clinical practice.

‘this paper has attempted to give a historical and sequential picture of RSA's
training activities with respect to the delivery of vocational evalustion and
work adjustment services. Though the field of evaluation and adjustment ia 1n

a gomewhat embryonic state of development, the techaologies and methodologies
are being refined, facilitfea which will use the techalques are beicg estab~
1ished, expanded or improved, and some personnel are being upgraded or newly
trained to enter the fiele. Much more needs to be accomplished in the area /
of training, especially with the possible enactment of the Family Aseistance ,
Flan end its nev responsibilities for VR, or the funding of Section 15 snd [/
the isplications it holds for VR with respect to new client populstions.

When one considerd these Posaibilitiea concurrent with VR'a basic client l
populetion, it is obvioum that sdditional perac~nel, skilled in the applica-
ticn of evaluation and adjustment techniques, will be required. OCur efforts
to develep a training capability for the field have been successful. Ve :
are concerned, however, that important programs on the verge of turning cut
sigaificent numbers of qualified rehabilitation workers will reach a produc-
tics plateau too soon., Additfonal reaources tw*t be found in order to aveld
slippage, so that we can be prepared to utilize the vocaticnal evaluation
aopd vork adjuatment procesa effectively at the time {t fs wost needed by
disabled and disadvantaged fndfviduals.
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STAFF RECRUITMENT, TRAINING AND DEVELOPMENT ASSOCIATED WITH THE
DELIVERY OF VOCATIONAL EVALUATION AND WORK ADJUSTMINT SERVICES:
THE SOCIAL AND REHABILITATION SERVICE, RESEARCH AND TRAINING CENTERS

by

Joseph Fenton, Ed.D.

e Division of Research snd Training Centers of the Social and Rehabilitation
ervice administers a progran of grants to universities or other institutions
ffiliated with universities that have the expertise and resources to carry
jut research and teaching in all rehabilitation disciplines. The programs,

designated as Research ard Training Centers, are administered as distinct
organizational and physical entities., The centers are basically established
for the purposes of:

- Attracting ovtstanding personnel to establish a stable
program of research and training which emphasires the

) coordinated utilization of resources, pertonnel, equipment

and funds {n a continuing effort to develop wore effective

and efficient services, techniques and methode of rehabili~

tating disabled perscns

- Advancirg scientific knowledge concerning all aspects of
the rehabilitatfon process through creative research pro-
grams

-~ Training professional and allied personnel in the physical,
social, psychological and vocational components of rehabili-
tation

1 ~ Disseminating new research findings, methods and techniques
k and promoting their utilization,

The Research and Training Center program began in 1961 and is authorized under
the Vocational Rehabilitation Act as amended (29 USC Ch. &, Section 31). There
are currently 19 centers concerned with four different areas of rehabilitation
specialization -~ 12 specializing in the medical aspects of rehabilitation,
three in vocational rehabilitation, tbree in mental retardation, and one in
the area of deafness.

During the past year the centers have placed increased emphasis on rehabili-
tation problems and delivery of service to the economically disadvsntaged
population and the development of research projects and training programs
that are responsive to atate sgency and regional social and rehadbilitation
research and training needs.

1
The three research and training centers for vocational rehabilitatfon are
university based and affilisted with a state vocstiooal rehabilitation center.
They are the University of Arkansas affiliated with the Arkansas Rehabilfitation
Cehter at Hot Springs, the Univeraity of Pittsburgh affiliated with the Penn-
ny?vlnll Rehabilitation Center st Johnstown, and the University of West Virginia
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affiliated with the West Virginia Rehabilitation Center at Institute. These
centers have heen established for the purpose of focusing attention on the
work adjustment problema of individuals with physical or mental disabilities.
Research is undertaken on behalf of the disabled in such areas ss work moti-
vation, human engineering, counseling and industrial psychology as well as
selective, predictive and training instruments to aid the disabled to attain
greater success on the job.

The training responsibilities of the centers finclude the development of pro-~
cedures for the dissemination of research data in order to assure the imple-~
mentation and utilization of new findinga at the earliest possible time.
Long-term a8 well as short~term tralning programs of all types are sponsore
for professional, technical or volunteer personnel and undergraduate and
graduate studenis in any of the professions engaged in rehabilitation. !

Of prime importance is the knowledge that it is the desire of the Department
of Health, Education and Welfare and the Social and Rehabilitation Service
for all Research aud Trsining Centers to be engaged in activities that are
"applied” and relevant in mature and that the Kesearch and Training Centers
develop programs which are responsive ta the research and training needs of
the HEW regional offfce, state agencies and voluntary organizstions. The
Research and Training Centera should, therefore, be viewed as a resource
ama to assist {n the exploration of aresa of concern in the vocaticnsl reha-
bilitation process and to serve as a medium Eor the training of all pzrscnnel
involved in rehabilitation of handicapped individuals., I am pleased to call
your atteatica to the fact that the three vocational rehabilitation Research
and Training Centers (Arkanses, Pittsburgh, West Virginia) have contributed
substentially ¢co new knowledge and training in the important areas of con-
cern to this panel, namely - staff recruitaent, training and development in
vocational evaluation and work adjustment prograns.

As an exasple, one phase of the curreat training effort of the University of
Arkansas Rehabilitaticn Research 2nd Training Center is to provide training

in interpersonal skills for both professional and monprofessional personnel

in rehabilitation and related "helping professions.” The training approach
is based on a large number of research studies and pilot tresining efforts i

which have demonstrated the importance and effectiveness of this trsfoing.;

The research studies ahow that three bamic characteristics or qualities haée
been found to be essentisl in any helping relstionship. These therapeutic.

ingredients are: accurste empathy, nonpossespive warm:h and genuineness. !

The studies point to the cooclusfon that: Whea counselora communicate st &
high level of accurste empsthic understanding, nonpossessive warath and .

genuineness to their clieots, there 18 consequent client improvement; snd |

vhen counselors commucicste st low levels of accurste empathy, nonpossessive
wvarnth snd genuineness, there is consequent client detericration. Depending
on the level of these conditions communicated, counseling cam de for better

or worse.

In 1967 the Arkansss Resesrch and Trasining Center in <collsborstion with the
Associstion of Rehsbilitetion Centers sponsored Symposia in Pittsburgh and
Colorado Springs which focused on "Supportive Personnel in Rehadilitstion
Centers: Current Practices and Future Keeds." The workshop proceedings, |
published under the title of the symposis, includes position papers pressated
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' by major voluntery rehabilitation and health related asgencles on the use of

supportive personnel in rehabilitation facilities as well as one presented
by Robert A. Walker of the Minneapolis Rehabilitation Center on the topic
of "Vocational Evaluation and Trainimg."

A training project at the University of Weat Virginia focused attention on
maximizing the contribution of the teaching staffs of rehabilitation centers,
particulariy the vocational trainers. Three major areas were fdentified, The
first area was the instructional area {tself. The second was that of inter—
personal skills,and the third srea identified was the potential of vocational
instructors to effect beneficial behavioral change in training clients.
Accordingly, a Human Relstions Tralning Package (HRTP)} with three subdivisi-ns
vas developed as follows:
1. In the instructional area, the Research and Training Center

adopted a project entitled "The Art and Science of Teaching.”

This textbock embodies a course for vocational instructors

in & rehabilitation setting. Its purpose 18 to teach the

vocational instructor how to formulate better lesson plana

and how to utilize prograamed instruction and other training

afds. The textbook also introduces the instructor to

principles of good teachirg and familiarizes hia with

those characteristics that typify the successful teacher.

A collateral syllabus was developed for the texthook for

the supexrvising person who teaches th® on-lipe instructors.
It details the procedure for carrying out the course of
instruction contained in the textbook described in the
preceding paragraph. Thus, the two volumes taken together
Tepresent a coamplete, integrated program for any rehabili-
tation fscility so that the teaching akills of its vocaticnal
instructors can be {mproved.

2. The University of West Virginic Research and Training center
also developed a repaitivity training progras. This, 1like
the instructional packsge detailed above, has two manuals -
one for the on-)ine {nstructors, entitled "Interpersonal
Relationships,” snd one for the supervisor who is going to
teach the fnstructors. The sensitivity program is designed
to help vocstional rehabilitation {nstructors realize their
own potentisl to work effectively with others in a vsriety

H of situstions. By acquiring greator sensitivity, instructors

can Join forces effectively with counselors and others of

the therspeutic stsff to bring sbout improvement in the
client's paychological ststus. Such 8 training experience
promotes {(s) self-insight, (b) better understanding of
others, and (c) grester apprecisticn of cne's own impact on
others,

3. The third sres {i e., the cspacity of the trainer to be sn
agent ¢f behsviorsl change) {s deslt with {n a manual
entitled "The Behsvior Change Process.™ 7This manusl takes
the principles of learning *hst hsve been developed in the
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paychology laboratory (e.g., reinforcement, discrimipation)
and applies them to the typical problems a vocational instruc-
tor may face (e.g8., how to motivate the "lazy" student, how
to handle the sggressively destructive student, etc.). Here
the emphasis {s on changing the client so that he becomes & i
more receptive participant in the rehabilitation process. i

Another University of Weast Virginia Research and Training Center publication
pertinent here is titled "Toward an Empirical Definition of Client Evalua-

tion," in which a system of improving evaluation programs by translsting ) '
subjective probability gtatemeata into precise objective terms is suggested. !

The University of Pittaburgh Research and Training Center in Vocational
Rehabilitation has made important contributions to the human assessment and
adjustment field. They are exempliffed by noting the following publications
that have emanated from the center's research and tralning activities:

"Asgessment and the socially haodicapped: abstracts of pro-
fessional literature of potential significance to research and
training in vocational rebabilitation”

"State of the art in vocational evaluation: repert of a pational
survey."

"A comparison of certain character{stics of mentally retarded
trainees in a rehabilitation center as they relate to success or
fallure in vocational training programs"

T el e s emrbeb e L s e s

"Integratinug the dissdvantaged into the residential vocatioral
rehabilitation center”

"Bibliography of vocatfooal rehsbilitation with emphasia on work i
evaluation™

"Some recent advancea &nd resesrch in vocational evaluation"

"Rehabilitation counselor treining prograus and the vocational
nsassgsent process”

The role anl cooperation displayed by the University of Pittsburgh Research
and Trainioyg Ceater In cosponsoring the National Invitsticasl Conference on
Vocstional Evalustion snd Work Adjustment Services ia characteristic of

Research and Training Centers® responsiveness in seeking solutions to impore
tant problem areas. I

I am plessed to have been given this opportunity to provide you with background
faformation about the Research and Trainfng Centecs of the Sonial and Rehadilg- !
tation Service. [ do hope the role snd responsibilities of these cenlters ! s
have been clarified acd their potentislities ss a resource to work cooperatively
with both official and voluntazy sgencies on vital research and training prob-
lems rejyuiring resolution have been mads clesr. H
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The Research and Training Center Division of SRS has vigorously encoursged
the centers to be reaponsive to state agencies' needa through the mechanism
of a R4T Center Regional Advisory Committee consiating of representatives

of the HEW regional office, state rehabilitation agencies, the university,
Voluntary agencies and the RST Center. Through committee deliberations,
Bajor research and training needs are surfaced which then become a part of
the center's program plen. The three Vocational Rehabilitation Reaearch and
Training Centers have an impressive record of collaboration in reaearch and
training activities with the central and regicnal offfces, state rehabilita-
tion agencies, the Council of State Administrators of Vocational Rehabflita-
tion, the Katfonal Rehabilitation Association, the International Asaociation
Ot Rehabflitatfon Facilities and many others.

The three Vocational Reh .oilitation Reaearch iud Training Centers are repre~
Aented at this National Invitatfonal Conference by Dr. Vernon Glenn, Directoer
of the Arkansas R8T Center; Dr. Leonard Wendland, Director of the Pittsburgh
University RST Center; and Dr. Ranjit Majumder, Director of Reaearch of the
University of West Virginia RST Center. They will be more than pleased to
meet with you and answer questions about the specific research and training
astivities of their centers, the availability of the publications referred
t& earlier, and the ways in which the R4T Centers can be responsive to
specific reaearch and training problems that are universally significant to
!}e planning and provision of vocational evaluation and vork adjustment ser-
Vices.
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INTRODUCTION

he National Invitational Conference on Vocational Evaluatiou and Work Adjust-
at Services was specifically designed as a 'shirt-sleeve" working meeting.
ambitious set of ocbjectives was adopted by the planning committee and a

rogram was developed that facilitated the achievement of the objectives.

major techniques were employed fn the exploration of current trends and

uture expectations regarding the development and delfvery of vocstional
évaluation and work adjustment gervices through manpower, social welfare
and rehabilitation programs: (1) federal agency background papers were pre-
pared {n advance of the conference, and (2) conference discussion groups
wvere charged with specific tasks. The discussion groups were carefully con-
structed to ensure that each group contained representatives of federal and
state manpover, social welfare and rehabilitation programg; rehabilitation
factlities; universities; natfional professfonal and {nstitutional organiza-
tioas; and directors of research, demonstrstion and training projects on
vocitional evaluation and work adjustment., The group leaders and recorders
wery university people selected for their expertise fn matters pertaining

to vocational evaluation and work sdjustment and who work as a team on their
respective Campuses.

|

The pages that follow contain :hé t13sence of the deliberations of the dis-
cussion groups and their responses to the following assignment:

1. In regard to a nefghborhood, cfty cr county, develop a system
to carry out the functions of individurl assessment and service
planning with emphasis upon the more "complicated or difffcult”
cases vho need a formal and comprehensive evaluation as carried
out under the vocational evaluation and work adjustment process,
In the development of the system, consider the following mini-
mun factors: (a) target groups to be served, (b) organirational
patterns for aervice delfvery, (¢} funding arrangements. Extend
pertinent aspects of the system tc statewide and national con-
siderationa.

2. Ildentify prodlems im wocational evaluation and work adjustvent
vhich lend themselves best to explorstion through research and
demonatration projects.

3., Determine mppropriate follow-up and implementaticn actions for
the conference.
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GROUP A
by

Walter A. Pruitt, Ed.D.

, The meeting was inftiated by the group leader reviewing the objectives outlined
for the task Broup. While there was some concern about defining the basic
terus utilized by the three federal agencies represented (Department of Labor,

| Community Services Administration and Rehabilitatfon Services Administration),
it was the consensus that too much time would be spent discussing semantics.

In passing, it was noted that often the same terms have different weanings
within the different agencies, and often different terms refer toc the same
concepts., It was opinioned that there is a need for 8 common terminology
vithin the field and that the terms should be descriptive of the steps within

‘ the service process.

Prlor to zeroing in on the outlined objectives, some time wag spent discussing
some of the tangential aspects of the central problem. Some concern was
expressed about the following topics: (1) duplication of services, (2) the
goals of the Family Assistance Plan, (3) the capabilities of the different
agencies, (4) the neced for coordinaticn of effort, (5) the need for coopera-
tive agreements, (6) the need for joimt funding and sharing c¢f administrative
responsibilities, and (7) the need to try out new models of cocperative effort.
It vas also suggested that agencies be encouraged to purchase service froam
other agencies and the private sector rather than duplicating services.

Target groups: It was noted that although everybody needs some type of evalua-
tion services, mot everyone needs the same type. L.e to the overlap in mean-
ing, there was dissatisfaction with the terms disabled and disadvantaged. It
was suggested that the target group for the concerned sgencies are those people
wvho cannot make it into employment or training through the normal guidance
channels. A secondary target group would be those classified as the "working
poor," f.e., those persons with large famflies whose income is insufficient

for adequate support, and those persons who are only marginally employed. It
vas also determined that proper concern be given to the children in the Fanmily
Assistance Plan prior to their age of employsabilfty in order to assist them
with thelr vocational development. This could de accomplished by working
through the school system using the expertise of vocational rehabilitstion.

The vocational evaluatfon end work adjustment system: It was conceptualized
that this system has many entry points and fdentifiable phases.

Phase one of the systea should provide for screening to determine the client'a
need for further evaluatfon and/er work adjustment services. At the entry
polnt in the systeas, employability fa assumed, Those peraous who can go into
training or esployment with a airimal criestation, counseling, testing &nd/or
a brief work evaluation will not prcgress to Phase two of the system. At

this atage, some provision needs to be made to obtain & curreant medical his-
tory or to obtain & medical examination Af necessary, The family assistance
oeed should also be determined at this fnitial phase
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Referral may occur at the end of Fhase one or at some later point. This is
dependent upon the capability of the intake agency to provide the necessary
evaluative and adjustment services. When referral is made, the pertinent
client records should go on to the agency. At critical points the client
should be told of the results to date and the questions which further eval-
uvation should answer. ‘
Phase two of the system should provide for interuadiate levels of evaluation
and work adjustment services. Services at this level may be performed by
the intake agency or by referral. Evaluation within this phase should focus
upon the client's vocational potential and with determining vocational objec-
tives. If the client i8 not ready for training or employwent at the end of
Phase two, he will advance to the next level, ;
i

Phase three {s for those clients who need extended evaluatfon or !ecng-tern
wvork adjustment services., FPhase three clients are those traditionally
sarved by vocational rehabilitation, and this agency has the beat capability
due to its long experience., Clients who go on to this phase are usually the
severely disabled and/or those with multidimensional problems.

Phase four should provide for advancement into trafaing, other services or

exployment, The employment may be competitive, sheltered or homebound. In
the event of limited employment activitfes, some provisfon needs to be made
for public-support employment. The system should provide for recycling of

the client when and if the need srises for further services. Joint staffing
should take place at all levels of the system, especially at the critical |
decisfon points where determinatfon is made for advancement to 8 higher i
phase of evaluation and adjustment. The system as conceptualized goes from
specific short term at the initisl phase to intense services within & broad
scope of possible services within the latter phases. ‘

The above four phases tend to describe an overall service dellivery system

rather than the client evaluation aspects speciffically. This indicatea that
the concept and procesa shades {p both directions from the central or clearer
ares involved in Phase three. It should be kept in afnd, moreover, that not

all clients enter Phase tvo and even more bypasa Fhase three which {s £nteqded

for the more "complicated" cases. In Phase four, we have in a sense moved '
beyond evaluation except for fnllow-up as appropriate.

To improve the system as it now exiats requires a number of fnnovations, e
folloving changes are suggeated:

1. For the working poor and other nondisabled groups, there is s ‘.
need for more socially acceptable ways of providing evalua-
tion and work adjustment services.

2. There ia & need for refined screening and evalnation tech-
niques. There ia some question as to capability of many
counselors, intervievers and caaeworkera to do an adequate
job of acreening. ’

3. There i» a need for a brief or no waiting period for

aervicea.
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4, There is a need to fnvolve the family group and to
elicit their support.

5. There is a need for an improved outreach program in
order to rike these services avaflable to all who need
& them,

i 6. The system needs to provide different levels of evalua-

: tioa resources. The agencies and the tcchniques to be

“ used should be determined by the questions asked.

In light of exiating funding which {s fnadequate to provide eXpanded services,
some Prioritfes need to be established to determine who will be served first.

It bas noted that there are forces in the communitfes which oppose th: cooper-
ation of certain groups. These forces need to be recognized and countered.

Organfzational patterns of service delivery: Tha many problems of dalivery
of services to rural areas were discussed. It was suggeited that it s often
essfer to move tool, technique and evaluator about fn the rural areas rather
than to displace clients and their families. Mobile evaluation units were
recommended as one answer to the problen.

It was noted that it is not always possible to maintain efther the Scope or
quality of evaluation in many outlying areas. However, it was felt that
some evaluation (regardless of fts sophisticatfon) {s better than none. In
the rural sreas, the quality of evaluation may be determined more by expe-
diency rather than actual client need.

As noted earlfer, there are many entry points in the evaluation and work
adjustment system. The attitude of the client may determine the type of
agency he selects to enter the system. The emergent problem may alsc affect
vhether ihe clicnt first seeks afd through a health agency, a school, employ~
ment service or 4 welfare agency. While each agency has its specialfzed
services and has the most capability to deliver these services, the reha-
bilitstion facflity is best and most competent for the client whn needs
fntense or extended evaluation and adjustment services. This is especially
true {f the vocational problems center around the personal-social functioning
of the client.

|

e national economy, geographic area and rate of unemployment will slso
affect the type of evaluation snd work adjustment services wvhich are offered
to clients of the respective sgencfes. It was noted that there fa no one-
to-one relsticnship between the types of evaluation and work adjustment
servicea offered by specific agenciea and their capasbility for the efficient
de! fvery of these services. An example given was the broad range of compe-
tehcfes between various community workshops. It was also suggested that
thiere {s a need for rew and different types of community facflfties.

Refommendations: A number of specific recommendations were made in order to
prpride a better system of service delivery:

1. When twn or more agencies are involved with a single client,
it should be spelled out who is to do what at each level
where da:isfons are made about the client.
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Since clients of several agencles may be involwved in a
specific program, there 1s an apparent need to equalize the
client stipends.

Joint funding programs should be tried out in demonstration
prograns to test out the effectiveness of the concept.
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! REFORTS OF DISCUSSION GROUPS
GROUP B
by

Beal D, Little, Ed.D.

Preliminary to focusing attenticn on the assigned task, the d{scussion group
ttempted to establish a common frame of reference concerning selected aspects
f vocational evaluation and the evaluaticn process.

I

Questions evolving from the preliminary discussion which provided a topical
outline were:

1, Are we realistic in expecting to achieve uniformity and consistency
of terminology? The problems and confusion resulting from the vegue, ambi-
guous and nonexplicit termincloRy presently used in our attempt to describe
and define the evaluatfon process, evaluation programs, procedurcs and tech-
niques were discussed, and several approaches tosrard achieving greater
uniformity and consistency of terminology were presented.

a. Appolnt a task force of representatives from all agencies
and organizations concerned with and {uvolved in the
planning and provisfon of vocational evaluation and work
adjustment services. The task force should be charged
with the responsibflity of c¢larifying and defining ter-
minolsgy and the dissemination of recommendations for an
acceptable and uniform terminclogy.

b, Uunfversal edoption of the terms and definitions provided
in the legislation pertinent to evaluation ard the
evaluaticn process.

1t was concluded that uniforzity of terminology may be an irpossible quest ard
perhaps more emphasis shruld be Biven to objectives and process rather than
upon vhat they may or miy not be called.

‘ 2. Are all handicapped and/or disadvantszed persons capable of being
rehabilitated? In the discussion pertinent to this question the group nnder-
stored & conclusfon rendered by Dr. Joseph Kunt (CSA) that "such an assumption
18 nothing more than a myth." I gupport of this position, one member of the
group reported on a project involving the screening of 2,000 AFDC (Afd to
Families with Dependert Children) and APTD (A1d to tre Permanently &nd Totally
Disadlcd) recipients. Of the 2,000 pessons screened only 200 were adjudged to
offer rehabilitation potential and were subsequently entered into a program of
sérvices. Final statistics relative to outcome are not yet available, but ft
w48 repotted that despite the selection process and small percentage offering
pgtential for rehabilitation the abe:ntee vate of this 200 vas three times

gieater than the "other" handicapped individuals receiving services 1n the
s3ma fecflity.
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In further discussion of the realism of the assumption "all handicapped
people are capable of being rehabilitated," it was pointed out that a program
forcing AFDC mothers tO work would in many cases be a punitive rather than

an asgistive or service program.

It was concluded that the i1dea that all pcople should go to work was unrealis-
tic, patentially punitive, and should te discarded for a more enlightened
view.

3. Do the regulations of existing agencies, Welfsre, Social Security,
Rehabilitaticn, Manpower, etc., promate and foster an individual's interest
in, and receptivity of, evaluation, work adjustment or rehabilitation ser-
vices? The discussion relative to this question brought out several areas
of concern. One, which one member of the group said had been "played" so
often it should be put to music, was the problem of welfare agencies, at
icast in some areas, being unable to continue payments while the client was
engaged in rehabilitation services. Conversely it was pointed out that
Social Security regulations permit an individual to work for about 8 year
(trial work period) before cash disability benefits are reviewed for possible
adjustments,

Other discussfon pertinent to the influence and impact of regulations on
official asgencies concerned the problems resulting from the inequities in
eligibility requirements and the amount of training stipends paid. It was
pointed out that these inequitied may place the client in a "shopping" posi~
tion &ni promote competfitiveness rather than cocperation between agencies.
On the other hand, selective recruitment of clients {s not an uncommon
practice of agencies and organizations providir~ airect human services.

4. The final question serving to topically designate major areas of
group discussion was stated: What is the present state of the art in evalua-

tion? It was generaliy agreed in the group that the "uncomplicated' phystcally

disabled individual presents no real difficulty in planning and providing a
meaningful and effective evaluatfon. There was consensus thst the prediction
of jcb skills 1s a comparatively clear~cut and uncomplicated endeavor, but
that the techniques, procedures and processes needed to accurately and effec~
tively arsess behavioral characteristics such as motivatior and attitude and
their implications relative to rehadilitation and the rehabiiftation process
are either largely fnadequate or totally absent. The knowledge, skills and
techniques necessary to properly and effectfively assess and fdentify the
implications of the criticsl and determinative motivational, emotional and
attfitudinal characteristics of clients was established as an area of weakness
or fnadequacy within the total evaiuation proceas.

Additiona) di{scussion pertaining to the state of the art in evaluation empha-
aired the need for, and importance of, feedback concerning outcom:.. Iu other
words, due to the adgence or inadequacy of follow-up snd/or feedback, we have
only limited data with which to accurately appraise the state of the art '
relative to effectiveness or gccuracy of predictions and, all too often, |
evaluation has brcome an end in ftself.

Following a free, unstructured sejment of discussfon, the group attended to
the sssfigned task - to develop a ayctca to carry out the functions of indi-
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vidual assessment and service planning with emphasis upon the more 'compli-

cated or difficult' crses who need a formal and comprehensive evaluation
as carried out under the vocational evaluatlon and work adjustment process.'

The discussion of the group relative to the charge was based on two assump~
tions:

1. Development of any service delivery system must originate at
the local level (level at which service is provided).

2, No one system will be universally appiicabla,

t was the consensus of the group that any workable, realistic and effective
elivery system must allow for these two basic considerations.

[n regard to the actual development of a system, several recommendations were
pffered:

1. A coordinating body made up of representatives of the agencies and
brganizations concerned and {nvolved groups should be appointed. The function
bf this coordinating body would be to survey and assess exigting resources and
Pnsure the proper communication and joint planning of pertinent groups and
hgencies. It was suggested that the respcnsibility of the coordinsting body
®ight extend to the recommending of uniformity in the use of forms and coding
rocedures, assuming a8 coordinated and planned system evolved from the initial
survey and joint planning.

J 2, The second reccmmendation concerned the actual delivery of services
hnd was based on the presence of a system which involved the central coordi-
nation of a8 network of existing facilities within a particular locale or
geographical area. In the opinfon of the group it would be necessary wad
E:axrable to provide some form of evaluation within the individual agency.

is preliminary or screening process was termed "first-level c¢valuation"
ind would be oriented only toward the determination of needed services and

ossible referral to the appropriate agency in the "system" which might best
render the services required.

i

3. It was generally agreed, depending on the availabllity of existing
resources, that 8 multiple gesvice center or multiservice complex would need
to be esteblished for, or incorporated into, the proposed system. This center
or facility would provide the "third level” of evaluatioa (designation based
on Mr. E.B, Whitten's paper which stated:

"The third level, and this 1s where our work evaluation
services come {n, is services to sppraise the individual’s
petterns of work behavior and abflfty co acquire occupa~
tional skflls and to develop the work attitudes, work
habits, work tolerance and social and behavioral patterns
suitable for successful Job performance including the utili-
zation of work, s{mulated or real, to ass« ss and develop the
indfvidual's capacities to perform adequrtely {n a work
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The resporsibility for the administration and operation of such a proposed
facility was not definitely established by the group. It was suggested that
it could be privately operated, jointly operated by cooperating agencies, ~r
operated as a part of an existing facility.

A potpourri of ideas, proposals, supgestions, recommendations, questions and
comments incorporated into the above three specific points included:

"Services ghould be offered where people 1lfve .

"Our discussion is futile unless legislation is appropriate and
realistic and is oriented tc the community service level."

"No one system is going to work across the country."
"Does everybody need to be evaluated?™

"We need a more thorough screening at frdtial contact with various
agencies."”

"We need a central tecords keeping system to avoid duplication,
overlap and often waste of gervices.'"

“Existing legislation often prevents a rrsnsfer or payment of
funds from one agency to another."

"Soze evaluation prograus are designed to meet the needs of the
agency or organization rather than to determine an appropriate ;
progranm of services." !

"Much more evaluation is going on than what we are calling
'evaluation',"

"Evaluation should be as fndividually oriented as are the services
to frllow.”

"We need an organization, a vehicle or a method to get agencles to
cormunicate and cooperate.'

"Is evaluation going on but being called something else?"

The group next addressed itself to the identification of prodblems which lend
themselves best to exploration through research and demonstration projects
and offered the focllowfng recommendstions, suggestions and questions:

1. Attempt to determine why existing facilities offering evalustion
and/or work programs are aot being utilized or why they are not being utilized
effectively. !

2. Evaluste "evaluation." What goes into the process, what does it con- |
sist of, what are the prodable outcomes? What are proving to be successful !
methods and techniques? What are those that are ineffective? What consti-

tutes & ''good,” effective evaluation?
w 132
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3. Investigate the utility and effectiveress of "short-term" evaluation.
Are the predictions and outcomes resulting from a one-week evaluation any
mere valid or effective than those resulting from a four-week evaluation?

4. Can evaluation be differentiated as an assessment process or an
adjustment process - or should it pe?

5. Develop new techniques, methods and apProaches to appraise adjust-
uent capacities, motivational and personality components.

6. Investigate the feasibility of a computerized registration system
on & community or state level to identify those persons receiving services
from a number of agencies and to better plan and coordinate needed services.
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GROUP C
by

Robert H. Couch

A revolution in evaluation and adjustuent fcrvices fa imminent. New develop-
ments within the Labor Department and in the Social and Rehabilitation Service
are embracing the evaluatf{on and adjustuent process in new and innovative ways
for the disasdvantaged. Unprecedented numbers of people in this target group
are expected to apply for services offered by federal, state and private
agencies.

In facing these new demanda for evaluation and adjustment rervices, an exam-
ination of the state of the art may be in order. .Evaluation and adjustment
services emerged to meet the needs of people who were inadequately assessed
and served by traditionsl approaches to evaluation and treastment. Referring
agencies sought better anawers and better directfons for their clieatele. As
agency programs expanded and began serving 3 wider, more troubled populstion,
facilities attempted to meet the service demands dictated by the purchasing
agent. Agency personnel regiized thoy needed assistance in serving thelr
clients but were unable to precisely identify what typea of services would
weet the necds of thefr clients., Facility staff, on the other hand, failed
to define what they were really capable of providing. Prompted by both
humanitarian and fiscal motives, facilities generally proceeded to borrow or
devise an array of tools, procedures and methods of evaluation and adjustment
services which coincided with agercy demands, ag:ncy policies and agency
incent{ves. The historfcal development «.[ evaluation and adjustment services
along thegc lines has resulted in a rather amorphous art characterized by
divergent methodologies, 11} defined parameters and inadequately tra{ned prac-
titioners.

From these cooperative efforts (betwveen puzchasers and providers), evaluation
and adjustment services have evolved. This evolution is by no means cooplete
The continuing search for better ways to watch man and job and to more ably
assist troubled people is now visible in official and private agencies, uni-
versities and professional organizations. Healthy controversy abounds as the
emerging profession meets the countless problems and unresolved issues.

Apong the pressing issues are:

: 1. The divergent settinga, objectives and aodalitfes subsumed under 8n
eveluation or adjustment heading tend to confuse sgencies, practitioners and
service rezfpieats,

2. Standards of practice, professional qualfficatfons and theoretical
concepts have not yet been defined.

3., [Iractitioners can offer little empirical evidence to support their

premises ard practices.
s Q1 R



Group C

4. A true cost analysis of evaluation and sdjustment services bas not '
been accomplished. i

5. Methods of serving large numbers efficfently and yet individually
have not been discovered.

€. Time lapses between initial client contact and onset of services is
too often undesirably long.

7. The dynamics of the facility milieu are nct fully understood.

8. People receiving services have difficulty percelving tt2ir assigned
activities and their participation as relevant to their immedfate peeds.

9. The shortage of trained personnel is critical even for present
demands. Paradoxically, financial support for training facflity personnel
appears to be diminishing rather than increasirg to meet the manpower crisis.

: 10. There is a dearth of valid tocls, techniques, procedures and harsi-
ware available to practitioners.

' 11. Referring agencies do not fully understand how to utilize facliity
evaluation apd adjustment services.

1

! These difficulties are no doubt characteristic of an emerging profession. A
' really honest mssessment of sny profession or govarnmental program wculd

i probably reveal siwilar difficulties. 1In spite of these difficulties, 14¢s2
i
|

agencies whose clfents have gucceeded aud the practitioners who have exper~ |
lenced that success with clients are convinced that evaluation and adjvsr-
ment can, has and is working. These professionals along with the thousands
of ¢ndividuals who have been rehabilitated attest that these services are
viable assets in working with people with problems.

It 18 from this frame of refere.ce that practitioners and leaders in the fteld
are seeking assistance in meeti.g the new challenges and would offer counsel
to those beginning the task of providing meaningful cervices.

RECOMMENDATIONS

The general and speckfic recommendations offered here merit the attentfon of al1
vhoge true cbjectives include concern for quality evaluatfon end adjustment
services.,

Cooperation

Competition for funds, favor and power must be supereeded by a total concern
for serving people at the tiome that help 1s most needed. Real, meaningful !
cooperctive action by all concorned agencies, professlons and {ndividuals i3
mandatory if the common goal is to be schieved.

1. Encouragerent must he given to efforts which would create innovative
means of cooperation among puiiic, private snd voluntary agencies at all levels, !
federal, state and local, '

2. All agen.ies must reslize that others can also offer something in !
oeeting the sultifaceted needs of the diaabled and disadvantaged. }

Qo - 3. Various cooperative systeams should be tried and honastly reported.

195 ?
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a. A team composed of welfare, macpower and rehabilitation
rapresentatives might be centrally housed and utilized
in early screening of individuals,

b. Such teams modeled after WIN {Work Incentive Program)
teams could be tried,

¢. A single person representing all agencies in an instant
intake program could offer an experimental approach.

4. A cooperative study of the target groups and thelr reads should be
cozpleted,

a, Total needs should be identified.

b. These needs should guide the develcpment of jcint
service programs and new systems.

5. Joint funding of research and demonstration projects and staff devel-
opment activities 18 necessary 1f guccessful methodology and staff competence
is to be achieved and maintained.

€. Duplication of existing evaluation and adjustment facilities is
unnecessarily wasteful and time consuming.

a8, Current developments, skills and knowledge in the eval-
vation and adjustment ffeld should be uzilized.

b. Duplication costs and nonproductive developmentel periods,
necessary in beginning programs, question tha feasibility
of competing evaluation and adjustment opproaches.

7. FPresant programs would require .onsidersble expansion, revision and
refinement to meet new service requirements.

a. These changes could be developed and ffnanced coopera-
tively.

b. Revision could include special gervices for special
agency needs.

8. Agencies could purchase needed services from the expanded, revised,
existing facflitfes thereby capitalizing on current experience in the field
in the most econorical manner.

9. 1f real cooperation between manpower, social welfare and rehabili-
tation programs is not possible, separate multiservice community-based facili-
ties should be considered.
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Research and Development

A review of the state of the art in light of the new demands suggests a crash
program of research and development in evaluation and adjustment services.
New systems, new approaches and riew hardware must supplement the current
knowledge and experience in the field. Wnat kind of, and how much, informa-
tion 1s necessary to help the client achieve his gecals? What systems can
best provide the needed data and how can the information be synthesized and
translated into meaningful plans for the individual? What 1s the actual cost
of this activity?

1,

Research to determine the effectiveness of current and emerging

methods of evaluation should be sccelerated. Both fallures and successes
should be publicized.

2,

3.

Methods of outreach should be improved.

a., Indigenous workers and client advocstes should be
utilized to attract and hold clients in service pro-
grams,

b. Outreach methods should be tried.

¢, Means of promoting client attendsnce should be
investigated.

New systems to effectively serve the anticipated increase in cifents

must be devised cooperatively.

4.

a. Varfous sequentfal levels of evaluation might range
from a multiagency screeni{ng and classiffcation to &
comprehensive analysis of a single individual.

b. The multiagency team screening at the initial level
shoul”? make provisfons for identifying those indivi~
duals needing additficnal levels of progressively more
comprehensive evaluation and adjustment services.

¢. Individual plans for services should be a product of
each evaluation level.

(1) These plans should be addressed to meeting nceds
of the individual which were identified as ob-
Jectives in evaluation process.

(2) Plans for services should be jointly coordinated
to bring all available community resources to
bear on individual needs in an expeditfcus and
uninterrupted manner.

New tools and techniques should be made availadle.
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] a. Instruwuents for systeaaticaliy obtaining specific
‘ gocial data ave needed.

vior must te found,

c, Effective and revealing screening devices or programs
should be developed.

! b. Better mothods of observing anl recording wurk beha-
d. 1Improvement is needed in techniques of obtaining static
data, potential achievement leveis and in fdentifying
| modifiable characteristics.
' e. Methods for organizing clirical spproaches {nto mass
t evaluation systems are required.

\ f. The effect of tke total milieu of the evaluation and
adjustment setting should be examined.

g, New hardware ard software are among the gresatest needs
reported by prictitioners.

5. A deralled cost analysis of each service in various settings should
be accomplished.

| a, Means of redicing costs should be explored.

] b. Exgmination of facility sizes and program results should
: be analyzed in an effort to determire the mort effective
and efficient means of providing services.

Personnel

Implemeatstion of these anbitious, cooperative goals must rest ultimately
with those persons working directly with individuals {n the targeL group.

Ths professionals assuming this responsibflity must be creative, fnnsvative
asd highly skilled in the art and scfence of evaluation and/or in the adjuct-
sént process. Their selectlon of wodalities, their clinical observations and
thefr sbility to syntheaize data must be sensftively meshed with an under-
standing of the individual. Their relationship with that individual in
sdelsting him to find a suitable life direction 1s critica). Therefore the
profr sionel competence of the evaluator and the adjustmeat specialist {s of
pirsmount importance. Development of s body of knowledge and equipping the
profeeaicnal to practice it aki1lfylly merits a high priority for a1l con-
csrned siencles and organizations. Unfortunately this area has not enjoyed
such priority, and steps should be taken to revarse the presedt dlrection.

4. The Vocstional Evatuatioan and Work Adjustment Asecociation (VEWAA)
ahould f{nitlate action which would lead to the establishment of standarda
for personnel and practice.

!
8. VEWAA should explain {ts terminology, identify skills
snd competencies, and othervise deffne the paraseters
of evsluation and adjustment services,
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b. Assistance to finance this movement should be scught
from the Social and Rehabilitation Service and other
appropriate agencies. ;

2, Currently available training prograks sre grossly inadejuate to meet g
even present needs.

a. Relsted agercles should provida encouragement and
financial assistance for addftional cegreaz and short-
term training programs in evaluat{on and adjustment
service.

. Agencles should rapidly develop meaningful {n-service
training programs for personnel already functioning bu.
not trained in the evaluation and adjustment field.

¢. The creation of a body of knowledge in evsluation and
adjustment services for the handicapped and disidvantaged
should be actively promoted by each agency which will use
theee services.

d. Current rehabilitation, macpower end socfal welfare
training programs at both the university and in-service
training levels eshould be ve-examined.

(1) How can these programs join forces to batter prepare
the he)ping professions to work with the handicapped
and dis.dvantaged?

(2} Should these programs be coambined?

3. Field persoonel of operating azencies should be trained to effectively
utflize facility evaluaticn and adjustment services.
|
&, Trainirg programs should be included in existing and ;
new university programs.

b. In-service training should address itself to this
topic for all agency personnel.

Irplementation of these reccmmendations, made by national leaders in the fields .
of gocial welfare, manpower and rehabilftation will no doubt improve appreciably
' the efficacy of evaluation and adjustment services. Only through cooperative
efforts by the three agencies can movement towards the common goal become a
reality. Ueiliring a better evaluation and adjust ent process that we have
created together vwill make the solution of many of these human problems possible
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BALIONAL TNVITATIONAL CONFERENCE ON VOCATIONAL EVALUAT N
AND WORK. ADJUSTMENT SERVICES

June 2-4, 1970
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!
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L/Manpower Administration Rehab. Services Administration (N.Y.)
|
John Kitchka Charies L. Roberts
L/Manpower Administretion Internaticnal Assn., of Rehab. Facilities
John D, Bailey Nathan E. Acree
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SAMPLE INV'TATIONAL LETTER

Dear __ =

It 13 my pleasure to invite you to the National Invitational Conference on
Vocaticnal Evaluation and Work Adjustment Services to be held at the Holiday
Inn - Washiugton National Afrport, June 2~4, 1970, Attendanse at this con~
fereice is by Invitailon only. The conference planning committes has sclected
you from among many of those interested in and concerned with evaluation and
adjustwent services available to disubled and disadvantaged individuals,

This conference is a working meeting. The current direction of volaticnal
cvaluation and werk adjustment services will be explored and the delivery of
these services will receive intensive examlnation. After hearing from knowl-
edgeable speakers, you will participate in "shirt-sleeve" sessions to develop
ways of Improving and increasing evaluation and work adjustaent services to
all those who need them,

it 18 our hope that the confereuce, by dbringing together officials of govern-
ment programa In manpuwer, social welfare and rehidbiltation, plua university,
voluntary agency and facility persounel, will fac!litate the development of
far-reaching and forward-looking vocati~nal evalu.tion and work adjustment
gervices. It 1s with a great deal of pleasure and pride that the Interna-
ticnal Associa’icn of Rehabilitation Facilities and the University of Pitts-
burgh Research and Trafning Center co-sponsor this important meeting. Financial
support has been provided by the Social and Rehabilitatfon Service snd invalua-~
ble planning assistance has been obtmined from the Manpower Admin{stration,

the Community Services Administration, and the Rehabilitation Services Admin~
istration. !
Enclosed are materials wvhich descr{be conference obdjectives, agenda, and pro-
cedures., A block of sleeping rooms has been reaerved for participants. You
must make your own tiotel reservations. If it 1s necessary for your expenses

to be veimbursed, traineeships to cover cost of transporiation snd per dte- [14
§25 per day are availsble (for nonfederal employees).

Please complete the enclosed forzs es they apply .o jou and return them damedi-~
ately to LARF.

{1) Registration Form (everycne complete).

{2) Applicatfon for Individusl Traineeship (RSa-9) two coples both side;
{for nonfedersl employees ~zly).

158 il.tl:at
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3) Expense Voucher - those applying for a traineeship must sign
three (3) of the University of Pittsburgh's vouchers at the
bottom right corner and return them to IARF, Keep the fourth
copy (with arrival/departure informetion at top) to record
your personal expenses. After the conference send the fourth
copy with hotel and transportation receipts to IARF for compu~
tetion and reimburserent of your expenses,

t Your helP is needed to make the coaference a success, I hope that you will
{ be able to attend.

i; T&incerely yours,

(Charles L. Roberts
ikecutlve Vice President

Enclosures

L

1 1

\

i
i
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NATIONAL INVITATIONAL CONFERENCE ON VOCATIONAL EVALUATION
AND WORK ADJUSTMENT S;RVICES

June 2-4, 1970
Holiday Inn - National Alrport ' ]
Arlington, Virginia 22202

)
Co-Sponaors: ;
International Association of Rehabilitation Facilities i
University of Pittsburgh :::euch and Training Center [l’
!
|

(Vocational Rehabilitation - RT 14)

PROGRAM .
aue 2 |
9:15 a.m, REGISTRATION :
10:00 GENERAL SESSION PLAZA ROOM
Presiding: Charles L. Roberts, Executive Vice President, IARF

Creetings - Milton Cuhen, President, IARF

Con. rence Objectives - Charles L. Roberts

Vocational Eveluation and Work Adjustment in Review
Dr. Paul R. Hoffman, Administrator, Institute of
Vocational Rehabilitation, Stout State University |

11:30 Film - "Assessment"
Jack Sink, Director, Rehabilitation Services

Education, Auburn Univereity !

Announcements

12:00 noon LUNCH

1:30 p.m. GENERAL SESS1ON
Presiding: Charles L. Roberts

PLAZA ROCHM

Federal Programs Providing Vocational Evaluation and Work
Adjustment Services l

Manpover Adainistration - Malcolm R. Lovell, Jr.,
Deputy Assistant Secretary for Manpower and

Manpuwer Administrator

wamunity Services Adainistration - Dr. Joseph Hunt,
Deputy Commissioner

Rehabilitstion Services Administration - Dr. Edwsrd Newman,
Comaissioner '
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0:45
1:00

2:00 noon

R:1S

BREAK (coffee 6. ved)

NRA Views Vocational Evalvation and Work Adjustczent Services
E. B. Whitten, Executive Director, NRA

SOCIAL HOUR PLAZA ROOM
Courtesy of the School of Education, Uriversity of Pitteburgh
Host: Dr. Leonard Wendland

froup Leaders and Recorders Meet COLLINS ROOM

GENERAL SESSION PLAZA ROJM

Presiding: Dr. Leonard Wendland, Director
University of Pittsburgh R & T Center
Pancl: Innovative Developmenta fn Vocational Evaluation

and Work Adjustment Programs

Manpower Administration - Jesse Davis, Deputy Chief,
Experimental Operations Research

Community Yervicer Adminigtration - Andrew R. N. Truelson,
Associate Commissioner

Social and Rehabflitation Service - Dr. William Gellman,
Executive Dfrector, JVS, Chicago

BREAK (coffee aerved)

GENZRAL SESSION PLAZA ROOM

Presiding: Dr. Leonard Wendland

Panel: Staff Recruitment, Training and Development {m Voca*ional

Evaluatfon and Work Adjustment Prograns

Manpower Adainfistration - Anthony Fantcef, Chief, Division
of Counseling, Testing and Special Worker Servicea,
US1ES

Community Services Adminie‘rabtion - Miss Margaret Grahan,
Chief, Staff Developaent Standsrds iranch, SRS

Rehabflitation Services Administration - Ralph Church,
Training Consultant, Division of Rehabilitation
Facilitiea

SES Resesrch and Training Centers - Dr. Joseph Peunton,
Chief, Division of R & T Centers

Orlentszion to Work Groups
LUNCH

145 161
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1:30 p.m. ‘JORK GROYPS MEET
{e2e group assignment sheat) !

Group A Group B Group C
Conference Room Collirs Room Aldrin Room !
Teader! Dr. Paul Hoffman Dr. Vernon Glenn Jack Sink
Recorder: or. Walter Pruftt Dr. Neal Lf:tle Robert Couch
) i
5:00G Adjournxent for the Day i
JUNE &
8:30 a.m. WORK GROUPS MEET (same rooms as June 3)
10°00 GENERAL SESSION PLAZA ROOM

(coffea served)

Presiding: Dr. Ralph N. Pacinelli, IARFP

Reports from Work Groups
Group A - Dr, Walter Pruftt, Stout State University
Group B - Dr. Neal Little, Arksnsas R & T Center
Group C = Mr., Robert Couch, Auburn University

11:30 Conference Closes

(%)
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RATIONAL INVITATIONAL CONFERENCE )N VOCATIONAL EVALUATION
AND WORK ADJUSTMENT SERVICES

. Suggested Outline for Background Papers

1 by Manpower, Rehabilitation

. and Social Welfare Agencies
Participeting in the Conference

:

F TO THE AGENCY: ' I
The paper requested for this confereace should focus on the progrims and |
operations within your agency which have responsibility and zuthority for

providing "Vocattonal Evaluation and Work Adjustment" services. (

Tha paper should i{molude, bur noed not be limited to, the following as they
relate specifically to vocational evaluation and work adjustment services:

A. History and legal bdasis

B. Basie aseumptions re the vocational evaluation and work adjustment
process

C. Description of the vocatiomal evaluation and work adjustment program
and services .

1. How s it organized (natienal, aiate, local)

2. Service dalivery ayitems: ‘
a. Target populsticn(s) (intended and actual)
b. Referral process
c. Ciient selection criterie
d. Services provided
e. Case dispositicn end follow up

f. Types of persoanel utilized in service delivery

D. Financial Basie
1. Supply snd demand (i.eflabdilfty va. need)
2. Soutce of funds
3. Amouvnt of funds =~ 1970, 1971, fioture

4. Criteris for vaing funda (target- populaticn, geographical
O consideration, etc.)

ERIC '
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E. Cooperative arrangementa with other agencies (public and ncnpublic)

F. Research and training (a separate paper will be invited 2nd discussed
in depth at the conference, but you may want to present a summary here)

G. Observations re streng:hs and weaknesses of your preaent program
H. Future directions
1. Legialation

2, Organization and administration

3. Target population

Vi 4, FPinancing service

5. Cooperative agreements (governmental and nongovernmental)

\ 6. Others

Prepared by:
Ralph N. Pacinelli
March 24, 1970
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NATIONAL LNV/SLZTIONAL CONFERENCE ON VOCATIONAL EVALUATION
AND WORK ADJUSTMENT SERVICES

June 2-4, 1970
Holiday Inn - National Airport, Arlington, Va.

Task for Small Work Groups and Discussion Guide

in regard to a neighborhood, city, or county, develop a syatem to carry out
the functions of individual assesszent and service planning with emphasis :
upon the more “complicated or difficult" cases who need a formal snd compre-

hensive evaluation as carried out under the vocational evaluation and work
adjustment process. Such system ray have alternatives regarding several
aspecte as appropriate.

In the development of the Bystem conaider the following zinimunm factors:

1. Target groups to be served
2, Organizationsl pattarns for service delivery

3. Punding srrengements

Extend pertinent sspects of thc system to Statewide and Kational considerations

The sttached outline is s further guide to facilitate small group work,

Associated snd importent tesks for work groups sre:
1., Idemtificstion of problems which lend themselves best to explsrst
through resesrch snd demonstratfon projects

2. Detsrmination of sppropriste follow up and implementstion sctions
for thic confarence

[
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Discussion Guidc and Checklist of Idea Stimulators for Small Groups

SOME MAJOR FACTORS IN THY DEVELOPMENT OF A SYSTEM FOR THE DELIVERY
OF VOCATIONAL EVALUATION AND WORK ADJUSTMENT SERVICES

I. Target Groups
A, The Universe

L While the following are overlapping, they tend to describe the
' uriverse:

- The disadvantaged (DOL~CAMPS)
- The pudlic assistence group
- The disabled disadvantaged

- The seriously disabled

- The disabled

I Premise: All of these (and others) require sowe degree of assess-

ment, orientation, evalusticn, seivice planning, referrsl arrangse-
ments, etc. Some, however, need more comprehensive and formal
procedures,

B. Target groups for vocationsl evaluation snd work edjustment services

1. Groups to be assensed and entered {nto service programs by each
of the age.cies without & formsl evalustion process

2. Groups to underga interwediate evalustion procedures
&, DOL-type work samples

‘; b. Other specisl, short-term and less comprehensive procedures

E (1) By each sgency

i (2) By special fscilities

C ) 3. Groups to undergo formsl and comprehensiva work evalustioa snd/for
¢ adjustment services 1o a place and through speclal steff and pro-

codures

L o a. By each agency (in hcuit:n)

o b. By special voluntary facf{lities or multi-agency facflitias

&. Implicstions of tha proposed Manpower, Family Assistance, and
Soclel Sarvicas legislation

167

PArulext provided by enc 4

Breor | 151

LR lC,é




3 I1. Organizational Patterns of Service Delivery

A. Evaluatiosn units in each agency
B. The disabled among the manpower and welfare clientele
»: 1. Criteria for referral to VR

2. Evaluation and service by VR

3. Carrfed on the rolls of several agencics

&, VR staff stationed at operating unitg of other agencies
C. Interagency operations ‘ N
1. Each egercy corducts varying degrees of assessment and evaluation
2. Rehabilitation facilities receive defined types of clients to do
the evaluation Job for each of the cooperating agencies and the

community at large

3. Jointly managed fac{lities do the evaluatfon job for participating
agencies and the community at large

4., The State VR sgency as the adafnistrator of evaluation programming
in an area

5. The feanibility of "cross-staffing"

~ having staff lepreientltlvu of several agencies in
opersting unit of individual sgencies

1
~ having acroas-agency generalists {n euch operating ‘ i
© unit
D. Discuss Moverlapping" and "duplicstion™ from the point of view of the k
client in regard to the totsl need among the overall urgn. populations;

£. Discuss the system with regsrd to the proposed new Manpower, hnny
Asslstance, and Feaily Service legislation

¥. Discuss resources
1, Existiog rebabilitation facilitfes v

1

2. RExisting eveluation activities in cther pleces such as DOL work
samples nnd VR evalustion conducted in vocstional schools, ete.

3. Use of public and priveta employer aites

|
!
Lo 4. Nev envirooments = . r

’ E lC 5. Statf acquisition and trafning
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LIST OF PARTICIPANTS

Nationsl Invitatfonsl Conference ¢n Vocationzl Evaluation —— i

and Work Adjustment Services
Holidey Inn - Natfonal Adrport
Arlington, Virginia

June 24, 1970

Nathan E, Acree, Executive Secretary
General Resesrch Study Section
Social and Rehabilitation Service
Dept. of RIW

Washington, D.C. 20201

John D. Beiley, Consultant
Rehabilitation Services
Office of the Commiesioner
Rebab. Services Administration
Dept. of HEW

Washington, D.C. 20291

*Russell Baxter, State Director
Arkacsas Rehabilitation Service
211 Broadway, Room 227
Little Rock, Arkansas 72201

Dr. Dill D. Deckman, Director
Vocational Rehab. Mspartment
400 Wede-Hampton

Stats Officea Bullding
Columbis, South Caroline 2% i

Lester D, Blankeozhip, Ccnsultant
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Div. of State Progr- ‘dainistraticn
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Dept. of HON

Washingtoa, D.C. 20201
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Regional Babab. Reseerch Instituts
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Cornell University
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1299 Rast 35th Street

Cleveland, Ghio #4123
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Ralph Church, Consultant

Div. of Rehab. Facilities
Rehab. Services Administration
Dept. of HEW

Washington, D.C. 20201

Mi{lton Cohen, Executive Director
Federation of the Bandicapped
211 West lith Street S
New York, New York 10011
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Work and Trainiog Programs

Rhode Island Dept. of Social Welfaie

104 Fountain Street

Providence, Rhode Island 02905

Robert Couch, Assistant Froi>ssor
Rehabilitation Services Educat’on o
5024 Haley Center p
Auburn University
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H
i
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Goodwill Rebabilitation Services i
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Muminirtration
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1111 ~ 20th St., WN.W.

Mashington, D.C. 20210



6. Evaluation for special groups, such as the blind, the alcoholic, the
drug user, etc. (integrate or have specfal facilities, or both?}

H, Rural areas

1. Funding Arrargements

A. Basic vocational rehabilitatfon operating funds, “Section 2" ~ limited
to handicapped individuals

B, Manpower funds

C. Soclal service funds

D. Special rehabflitation project grant funds

/ 1. Expansion grants
2. Demopstration projects {including FY 1971 funds earmarked for
vocational evaluation and work adjusczent services for dis-
"{ advantaged individuals)
‘ 3. Other
E., Joint funding

F., Fer for service

G. Implications of pending legislation
1. Mangower act
2. Family assistonce plan
3. P{nlly services ac’.

H. Funding for equipment, space, staff, &nd staff training

. Prepared byt R. N. Pacinelld
' IR ) Jo D. Bailey
N C : April 21, 1920
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