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Preface

ic

This nianual is a stop-by-step ijescription of a vocational counsel-
ing and training proczss that has been used successfully with disabled
knen and women enrolled at Vista College, one of the Pere ha Com-
munity Colleges in the San Francisco Bay Area. The description
covers every aspect of this process, from recruitment and assessment
through preemployment and training activities to actual job place-
ment.

14any of the vocational counseling sere ices we Provide for disabled
students at Vista a:e not unique, you probably offer similar services

. already. Howe% er, our overall vocational counseling approach is
exceptional in two ways 1) we begin with conditional job offers from
a specific private employer and then work backward to establish the
necessary training standards, admissi n requirements, assessment
activities, and recruitment procedure , and 2) we support many dis-
abled students who are ebrolled in c nventional occupational train-
ing programs at Vista and other cone es in our district, but our pri-
mary focus is developing shore-term, intensive training activities that
arc designed specifically for disabled students. The conditional job
offers we obtain from employers are directly related to these short-
term training activities Our goal is to place all graduates of our
carefully structured training programs into pre-selected jobs.

We realize that you, the reader, may be an occupational dean, a
director of counseling, a vocational counselor, or an enabler for dis-
abled students. Only you can gauge whether our type of approach
would benefit students in your college and community. The chart on
the opposite page outlines the steps necessary to establish such a pro-
gram, and the rest of the manual explores each step in much greater
detail. Additionally, we've included descriptions of project activities
and operational requirements, practical suggestions and precautions,
and illustrative case studies. We hope you wiB be able to use our
experiences to strengthen and expand the vocational counseling ser-
vices you now provide for disabled students.
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Chapter One

INTRODUCTION

The San Francisco Bay Area offers a complex network of resources
for the disabled. The lure of California, combined witll proximity to
nationally recognized.ser% ice programs such as the Center for Inde-
pentlent Living (CIL), the Deaf Counseling. Advocacy and Referral
Association (DCARA), and more than 60 other local social service
agencies, has attracted large numbers of disabled persons to this area.

In spite of *the fact that there is an extensive network of com-
munity social set-% ices 'to support the disabled population, there' are 41
number of gaps in the local service delivery continuum. The training
dial placement approach det,eloped at -ista is based on two major
premises:

1. effective programs that tram and place disabled adults in pri-
vate sector employment are limited in availability, and

2 many disabled indm +duals who lack self-confidence and clearly
defined employment goals are not being served by existing
vocational programs.

We feel that many disabled adults have been labeled as "unfeasi-
ble for employment" by sot..ial ser bli.e5 agencies, primarily because
of ignorance of the job market. These disabled adults have not had
enough work experience or preparation, and they are totally ineffec-
it% eat marketing themsekcs to prospective employers. These adults

hard to train, hard to work with and hard to employ defined
Vista's vocational training and placement approach.

Our Students
We work only with a particular segment of the disabled population

When they come to us, our students generally have low self-conft-
dente and minimal ability. as measured by conventional standardized
assessment techniques. They Kula Iv a ork Ito be selfsuffIcient and
productive members of society but often (hey can't even begin to
identify an employment goal. They asawne they I.41nnot compete
even for unskilled jobs. They are often sane about their employment
potential and the actual working conditions of both skilled and

7
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. 101 Program Components

unskilled jobs. Some students are oh-oi,/ of losing their supplemental
disability benefits by enrolling in a training/work program that might
not be successful. In addition, they have a physical and/or mental
disability, blindness, deafness, dyslexia, epilepsy, multiple sclerosis,
developmental disabilities, or a ,.ariety of orthopedic limitations

Not all disabled individuals are naive, inexperienced, and fearful
about employment, and it must be emphasized that we are referring
to a special part of this population in describing our program. Our
students possess the same wide range of abilities and potential as the
general disabled population, but they also possess expectations_and
4ssurnptions that limit their abilities and potential. They are spdcial,
and various elements of our vocational counseling program were
developed because we recognized that these adults need a powerful
combination of practical skill training and psychological support

In the last three years, we have worked with over 600 adults who
have 4! variety of physical, mental, and/or emotional disabilities.
Some of these adults have disabilities that are not readily visible,
while others are obviously and often multiply disabled Student ages
range from 17 to 65, academic skill levels range from very poor to
exceilent, motivation to work is generally very high. Students are
referred to us by Department of Rehabilitation counselors, by Vista
College counselors. and by our professional contacts in the
rehabilitation field.

Program Components

Our primary objective is to place disabled adults in competitive,
highly paid, private sector jobs Conventional training and place-
ment strategies are successful with many disabled adults, but our stu-
dents need a special combination of skill training, exposure to the
.vork world, and psychological support. Consequently, our program
includes most of the conventional vocational counseling components
such as recruitment. assessment, referral to developmental
activities, pre-employment training, skills training, and post-place-
ment counseling. However, both the content and the sequence of
many of the?e conventional component., have been modified to ft
the needs of our students.

f he special aspects of our program components include

an active advisory commitiee composed of (Chaltter 2)
representatives of major private employers, I



Program Components] 11
4)

unions and community-based agencies who
are willing to help us develop jobs and
appropriate training activities for disabled

,...
adults:
conditional job offers from private sector (Chapter 2)
employers for graduates of our training pro-
grams; . 0 . c
formal and infernal activities designed to sen- . (Chapter 8)
sitize employers and unions to. the employ-
ment potential of disabled workers;
placement strategies that allow students to- (Chapter 3)
demonstrate their skills on actual work duties,
instead of, or in addition to, the traditional
application and interview process;
training activities that are developed by (Chapter 3)

--employers and college staff and are--taught by \experienced practitioners; .

assessment techniques tha' evaluate perfor- (Chapter 5)
mance ofiob-related skills instead of general
abilitieS;
easy entry into any of the program's pre- (Chapter 4)
employment or training activities, as long as
successful exit requires studbnt demonstration
of specific behaviors nd attitudes; `

supportive activities lesigned to increase the (Chapter 8)
personal confidence of adults, to help them be
more comfortable withttaking risks, and to
change their personal assumptions about the
insurmountable phy,ical and attitudinal bar-
riers to employment.

Perhaps the most exciting aspect of developing and operating our
program is the fact that we obtain condition.il job offers and plan
special placement procedures before we re,.. sit students or offer any.
training. This process contains both advan.ages and disadvantagel
for us and our students. The proc4 is advantageous for students
since they know that good jobs are waiting for graduates of our
carefully structured training programs. Successful placements are
satisfying, but the process is somewhat lengthened for us because we
cannot train or place anyone until we've obtained job offers and plan-
ned special recruitment and training procedures with employers

, 9
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.

This initial planning stage.ma'y take from six months to a year of
intensive effort. Curiventiuslal piece:nen( programs for the disabled
consistently ,,..p.lace 'a small number of 'students each month or
semester. uur model sacrifices quick, single job referrals for a large
number o: placements once the program ,ig fully operational. We
believe that the quantity and guilty of our placements justifies this
slow and careful pldnning process..

. ---7-
' Project Resfults

In the last three year, we have le:rned much about what kinds of
counseling, assessment, training, and employment strategies, will
Work with uur type of theWele Our counseling procels, special sup-
port services, and direct relationship with employeo and unions
were developed by trial antl error. Our approach lias.been successful
172 students have been placed in regular eompetitivel'obs, 224 stu-
dents have

referred tuther college sponsored educational a d/or training
partitipated in training. over 140 additional tudenvs have

'u
programs, with the help of 4;onv entional Lanterman-fOnded special
services (e.g., readers and brained tests for the blind, interpreters for
the deaf. transportettsion assistance, note-takgrs, tutors ind instruc-
tional assistants).

I

'PROJECT PARTICIPANTS
78/79 79/80 ' 80/81

Placement 39 .59
1,

74

Vocational Classes 59 76 ' 89

Developmental Classes 218 321
v

422

Above chart represents duple -aced cchi)its as some students participate In
more than one phase of the project. i

,

The following brief case studies do not represent 411 the different
(Wes of students and problems that we have worked with, but they
do ofter d general idea of our student population. counseling
approach, and outcomes.

We feel that we have accomplished our primary objective \,-- the
viacement of disabled adults who want to work in competitive,
unsubsidiLed emp,Jyrnent. The success of our project has been due
in large measure to the development and ulaptation of five special
octupationai programs designed specifically to train disabled adults
and place them in pre-selected jobs

i t) .i
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CASE STUDIES
Rich, a 24-year-old man with epilepsy, had been looking for
work intermittently for over three years ohen a Vista coun-
selor refeirred him to us. Rich had only worked part-time or
seasonally, he was very unsure of himself and so sensitive
about being labeled "disabled" that li-e-rai never applied for
services from the State Department of Reh 4billtation. He
usually faiied miserably in job Interview. situations,
however, his excellent work habits and learning ability were
obvious in our roofer's pre-apprenticeship program. Now
he's earning S7/hour as an apprentice roofer, and he can
expect to earn $25,000 annually when he completes his
apprenticeship in about four years.

Fred wits 30 years old when we first interviewed him, and
had been blind since high school. He had been trained as an
auto mechanic in Los Angeles but wanted to change jobs
idler he moved to the Bay Area. Since he could not settle on
a new employment objectiv c, rehabilitation department
counselors said they couldn't help him After several inter-
views with us, it was clear that he needed to be presented
with employment choices. He called us very persistently for
job lead;, and we referred him to our intercept operator
(Pacific Telephone) pre-employment program as soon as it
was available He's now working for the Pacific Telephone
Company earning $201.50 per week.

Phil lives in a special residential living facility for disabled
adults and had worked in the mobile unit of a sheltered
workshop for several years. Even though he was capable of
performing complex custodial sery ices, his mental retarda-
tion and la,ck of self-confidence severely limited his ability to
verbalize his skills. Phil enrolled in our custodial services
pre-employment class, which was taught by a skilled custo-
dian at the Oakland Labor Temple. Local employers were
M N tied o visit this class and identify prospective employees

, by observing their performance on actual work tasks. Phil is
now employed as a full member of the Service Employees
International Union at S6/hour,

Project Results / 13
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14 / Operational Structure

Intercept operator, developed in cooperation with personnel
from the Pacific Telephone Company and the Communication
Workers of America.,

Postal service mail handler and clerk, in conjunction with the
Mail Handlers Union and personnel from the Oakland Main
Post Office;

Cutodian, planned and taught in coordination with experienced
staff from Local 18 of the Service Employees Ir.:ernational
Union;

Pre-apprentice roofer, taught by the apprenticeship coordina-
tor of the Roofer's Union Local 81;

Word processor, a program offered by another college in our
district and adapted to accommodate blind students.

These orientation, pre-employment, and training classes serve
three functions in ou o'ect. They are tuner tAploratiott experiences
for the students who are aware of the work duties and work
environments of specificjobs, c) give participants a chance to learn
aml demanstratt marketable stork skills, and they are Jowl) !ad to
platement in regular, competst.ve jobs. 'dully, we would ',refer to*,
have a larger, broader selection of these types of classes so that
clients could have a more diverse range of occupations from which to
choose We are currently expanding our "job menu" through con-
tacts with additional employers.

Operational Structure

This project is only one of the programs for the disabled offered by
Vista College. Vista's Services for the Disabled unit is adminis-
tratively located in the Office of Instruction ratl'er than in Student
Services. A typical array of student support sere ices are funded by
Lanterman excess cost allocations e.g., career counseling, readers,
interpreters, transportation assistance, indiv ideal tutors, and instruc-
tional aides. However, this unit also develops, sponsors, and man-
agcs`many instructional activities designed specifically for disabled
students. e.g., classes in drama, physical education, independent liv
ing, wheelchair repair, and how to make electronic aids. The intent is
to offer supportive services and direct instructional services that can
be used as a point of entry into college activities. Many disabled stu-
dents served by Ohs unit would not ordinarily take advantage of
postsecondary education.

12
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The following seL nuns describe the personnel, funding base, and
administrative support system necvsary to start a vocational coun-
seling and placement program like Ole one operated by Vista College

Personnel. This proi needs the full-time assignment of two pro-
fessionals who have a particular Lurnbination of skills a person with a
sial services/educational background who also has des eloped or is
willing to develop effective private sector employ meet contacts, and
a person who has good vocational assessment and counseling skills.
It is very helpful if these two people a program developer and a
vocational counselor have worked speciELally with disadvantaged
or disabled adults.

The current project director and program developer has a M.A. in
education and an undergraduate dcgiee in psychology Prior to start-
ing this program at Vista. he operated the Mobile Services Unit. a
special yompunem aim Alameda County sheltered workshop which
eventually moved over 50 disabled clients (primarily mentally
retarded) out old sheltered working environment and into a variety
or private sector jobs. This move was accomplished by successfully
bidding on service contracts (e.g., biLyi.le repair, hauling. janitorial.
and grounds maintenance) for disabled clients from private
employers such as the General Electric Company Shasta Beverages.
and the Law relic,. L.ivermore Laboratory Those positive private sec-
tor experiences resulted in good personal contacts and pilot-tested
the validity of the conditional Job offer concept.

WThe project's assessment specialist 114n an M S in industrial psy-
iLhology. Prior to Joining the Vista Staff. she had been a vocational
counselor and instructor with the East Bay Skills Center, a CETA
trning facility operated by the Malta Community College District
At the Skills Center she was responsible for administering stan-
dardized aptitude and skill tests used to determine training eligibility
Her assessment experiences with disadvantaged CETA applicants
convinced her Mat Lunventional general assessment techniques
often eliminated potentially successful applicants from training. Her
Vista activities have focused on identifying and developing job-
related skill and aptitude assessment strategies.

Other support personnel involved in the project include 4 half-
time secretary and several hourly instructional aides and tutors Pro-
duction of this manual required the services of a writer/editor.

13



16 I Funding Base

Funding Base. Primary start up expenses for the project were
the salaries of the director, assessment specialist, and half-time sec-
retary, plus office-associated expenses for space, telephones, sup-
plies, and a typewriter The first- }ear budget also included approx-
imately $10,000 for travel expenses and special assessment and cur-
riculum materials For the first two years, project costs were sup-
ported primarily by VEA Subpart 3 grants During the project's sec-
ond and third years, however, the college invested a portion of its
instructional budget and Lanterman funds to pay for assessment per-
sonnel, training equipment, additional counseling when necessary,
instructional aides, and training instructors.

State apportionment (ADA) money has been a consistent but
small part of the project's funding base Project activities generate
Al)A from student enrollment in general college classes and in
special project classes ADA funds associated with project activities
become part of the college's operating budget and are allocated for
special project related activities. Because the project is only partially
supported by the ADA it generates, project staff have given high
priority to finding outside funds for specific training components.
Support for this kind of training and placement program is available
throu!5 Vocational Education Act funds (10% is set aside for the dis-
abled), California Worksite Education and Training Act (CWETA)
projects, the Private Industry Councils (PIC), and private founda-
tions. As public funds to support education and training become
even more difficult to fin , these funding agencies and programs will
be especially supportive f training pi igrams that have a direct link
to private sector placeme ts. It is anticipated that all of the project's
atlinintstraile. and costs will be supported eventually by
a broad-based combinatii n of bencral apportionment funds, Lamer-
man excess cost funds, and a variety of non-public revenue sources

Administrative support system. Three internal administrative and
organizational factors facilitated the development of the project's
counseling approach and training activities:

I Soong support front dn. tollege's Dean vi Instristioon and Press-
dent Both of these administrators encouraged grant-writing
activities and lull} supported the project dui ing its planning
and development phase. In a period of fiscal uncertainty, these
administrators approved the budget requests necessary to
develop and support project activities.

_14
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2. Close hid, beriscen dii 01 lit( al Asti-thrum and serikes for dis-
abled students. The Dean of Instruction who supervised this
project helped to reduce the paperwork required to start and
schedule new classes, credential and hire private sector instruc-
tors, and hire and train instructional aides The continued link
with the Office of Instruction certainly expedites the planning
and organization of new training programs.

3. 1 isra:s Lapabilio to Jeielup and ii1J'er on-tra.hiltial learning
aaiiities. The classroom and on-the-job experiences offered in
conjunction with this project aft: unconventional in that they
are short-term and /or intensibe experiences that don't begin
and end according to .2 semester schedule. They also use a
variety of teaching and learning techniques, with heavy
emphasis on experiential learning. Administrative and instruc-
tional staff at Vista ale accustomed to organizing learning in
flexible was The average approval time foi a new course it
two months, and many courses begin and end at different times
each Semester in unusual locations, and use a combination of
teaching and learning strategies e g., lectures, discussions,
programmed learning, supervised experiential learning, and
tridtTendent study.

Final Notes Regarding Program Development and Administration

In many respects Vista is esnec tally suited to operate a vocational
training and placement program like the one described in this
manual. The college's existing community connections and flexible
instructional procedures certainly encouraged the development of a
good working partnership between college staff, union officials, and
private sector representatives. Howevei, most community colleges
have long-standing community contac ts and the capability to develop
flexible mstructional procedures. Dm (Hi, Jal Iligli diem is institutional
Linnininikin. The atiministrati%e, to,,titi6tiomil, and counseling staff
of an institutwn must be willing to invest the pe,Jonnel time and
minimal budget required to start a program similar to the one de-
scribed here Basic start-up requirements include

assignment of two professional staff members (project
developer and vocational counselor), either by releasing two
existing staff or by adding externally-funded staff,

allocation of approximately $5,000 for initial assessment and

15



18 / Final Notes

curriculum materials, irning equipment tiny other non-
instructional expenses,

availability of clerical support nd officc.serviees,
planning unto sufficient to dentify an AgNSOF) committee,
make employer contac , develop conditional job offers,
develop training programs, and locate outside funding, and

development of a close link between project staff and Office of
Instruction during the planning process to develop appropriate
teaching and learning procedures and help to implement even-
tual training activities.

1 t;
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Chapter Two

THE BUSINESS- EDUCATION -LABOR
PARTNERSHIP

The initial steps in starting d training program involve working
with private employers to identify:" 1) specific employer needs, 2)
conditional job offers, 3) actual work skills and attitudes to be
4.0% efeij in training, and 4) employment procedures for graduates. A
crucial ingredient in these preliminary planning discussions is the
adive, direct participation of representatives from labor, business,
and education. Each member of this reciprocal partnership plays a
key role in developing a training program. The following sections
define a conditional job offer and describe how union officials, repre-
sentatives from the business community, and college staff work
together to start a training program. !---

Obtain Conditional Job Offers
Develop (limo leads or Mar
talc lo employers
[di :wily Jobs with good
Prosnects for regular employ.
moat
Negotiate for access to
stoic: of Job openings
Obtain commitment to lure
qualified graduates benign Approproate Training

Activities
Select active Advi.un Com.
mince
Develop Private senor ri.la
tionshiN and communitY
contacts
Expand union connections
Encourage indirect employer
Participation in Program
aeuvitics
Conduct sire visits to follow.
up on employer needs1)1==

Conditional Job Offers ..

Being able to offer students the incentive of a real job after training
is an essential part of our 4.ouri,e1sng approach. A conditional job
offer implies that an employer will make a special effort to hire
groups of graduates of one of our training programs as soon as open.
ings are available. This is not a guarantee of employment, it is a

)

17



20 / Condmonat Job Offers

carefully neg Aimed agrecinent that an employer will augment or
adapt formal hiring procedures t often elimtnate disabled appli-
cants who may have the required work skills but lack self-confidence
and verbal skills. For example, employers may agree that disabled
applicants can di-midis/rate their work skills and attitudes instead of or
in addition to taking a written exam or passing a formal employment
interview The skill and attitude requirements for the job in question
are not changed for disabled applicants, instead, one or two compo-
nents of thi.\ hiring process are adapted so that qualified disabled
applicants can compete more equitably with nondisabled applicants

Another important dimension of the conditional job offer concept
is that we neg state for access to d clearer of openings at least 10
in a specific cl,ecupational area. This group placement focus saves
time and Is congruent with our counseling philosophy For example,
w re very reltactant to spend much time developing job offers for
oal'or two check processors. On the other hand, we are to
invest from stx to 12 months of research and discussion to produce
conditional job oilers and a training program that will eventually
place 30 or 40 check processors. Philosophically, we're not interested
in the placement of one or two token disabled workers; we are
interested in the continual.. long-term placement of large numbers of
qualified people. In some instances, employers will agree to hire a
certain number of disabled applicants who qualify for a given job., in
other cases, the assurance of adapted hiring procedures, combined
with a high number of annual openings in a certain job category, pro-
vide the incentive for us to invest the necessary developmental
efforts.

We search for unskilled and semi-skilled jobs that have excellent
prospects for regular employment over a long period of time Many
jol)-eategories that lit this criterion exist in medium-to large-sized
industries and organizations, since large, complex organizations pro-
vide many opportunities for horizontal and vertical job mobility
C onsequently, we try to identify likely entry-level job categories in
trade occupations, in industries such as health care, transportation,
manufacturing, and finance, and in large organizations such as
banks, hospitals, and trade unions.

Identifying job categories that fit our criteria and then developing
conditional job oilers is a slow and frustrating task Calling on
employers without a referral or a direct lead is not very productive,
even wh we've researched local employ ent patterns and know

18
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that a consistently high number of annual openings exist in a certain
fob category. If employers ace nbt aware of our tour seling philoso-
phy and approach, they're not inclined to discuss the adaptation of
hiring procedures or the de. elopment of a special training program.
Without any athuricc contacts in ao organization, we are rarely able
to talk to the people who make hiring decisions. We nay obtain the
promise of one or two jobs fos disabled workers, because most
employers support the idea of gicing disabled applicants an ecen
chance. But these promised jobs rarely materialize, since they often
represent a token philosophical agreement from employers who hate
typical misconceptions about hiring the disabled.

On the other hand, we find likely job categories and
m

eceptice
employers through a strong, broad network of contacts 1 -al busi-
nesses and unions. We hate been able to make use of ex'sting col-
lege relationships with the local business community, but we have
also developed new kontacts with employers and union officials.
We 't e concluded that the effective operation of d training and place-
ment program for disabled adults requires the collaboration of
several agencies and organizations in an active partnership. The

---....eartners in this enterprise education, Libor, and business each
fiace indicidual and mutually beneficial roles, and the resulting
inter-organizational connections lead to the decelopment of condi-
tional job offers and flexible hiring procedures for disabled appli-
cants. The following sections describe the roles that college shad',
business representatives. and union officials play in our cocational
counseling partnership.

. The College

Vista is one of lice public colleges operated by the Peralta Com-
munity College District, sercing the residents of Albany, Alameda,
Berkeley., Emeryville, Oakland, and P; imont in the San Francisco
Bay Area, and the residents of Plum.. :.:ounty in Northern Califor-
nia. As one of seven noncampus colleges in the United States, Vista
cniolls over 14,000 students in approximately 400 classes each
semester offered in more than 300 locations scattered throughout
the six cities served by the district. in senior citizen centers, corpor-
ate lunchrooms and boardrooms, public libraries, banks, churches,.
concalescent hospitals, post offices, and on the University of Califor-
nia, Berkeley campus. Classes are often offered in partnership with
the agency or organization that supplies the college with rent-free
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classroom space ( cntralited personnel, registration, counseling,
duplication, and other administrative services are provided by a
small full-time staff housed in a Berkele} office building Students
generally are able to attend classes near their homes or places of
employment. .

The adults who enroll in Vista classes are not conventional college
students. Vista students average age 41 are older, skill-
oriented, discriminating educational consumers who combine their
educational activities with the demands and responsibilities of work-
ing and raising families. Vista students do not form a homogeneous
group. They possess diverse and sometimes unclear educational
goals, their educational backgrounds range from high school to
advanced degrees. their incomes cluster at middle to lower economic
levels, their communication skills vary greatly, and many are in the
midst of personal and/or occupational transitions. About 700 dis--
abled students (half the total number of disabled students enrolled in
all five Peraltd colleges) enroll each semester in Vista's - personal
enrichment, pre - vocational, and vocational classes. A typical Vista
student enrolls in only one or two classes each semester, and many
students are interested in learning options such as experiential
activities, independent study, and credit for prior learning About
half of these students -are newcomers to postsecondary education,
and Vista appeals to them because its instructional programs are con-
venient, practical, stimulating, and flexible.

Students can choose credit and non-credit classes that begin at
various times during the semester. Classes meet on a leisurely
weekly basis or an intensive weekend or daily schedule. The college
is committed to using new instructional approaches, and students
can presently choose from an instructional menu that includes for-
mal lecture/discussion courses. computer-assisted classes, news-
paper and television courses, field trips, independent study, and self-
paced learr,..4 activities. These classes are developed and offered,
usually in response :a specific community requests, by Vista full-
time staff and part-time faculty.t

4 The college's role in our vocational counseling partnership is to
provide flexible, high quality instruction, access to a broad spectrum
of supportive services, and linkages with local business and social
service organizations. Vista is ideally suited to this role because of
the college's operating philosophy and noncampus status College
staff are accustomed to responding quickly to requests for educa-
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(tonal services from all segments of the 1"...ist Bay community, Many
new classes, partictilarly in business-related curriculum areas, are
offered each semester in a variety of instructional formats, and are
taught by professionals who work in local businesses and agencies,

The colleges reliance on community organizations for classr,mm
space has resulted in very strung college-community relationships.
College staff also serve as educational brokers by referring students
and community organizations to °Mei colleges in the district Or to
other sets ice groups when the college is not able to provide a partic:!-
lar ser s ice. the ad' antage in operating such a flexible, community -
based learning institution is that the college is able to serve as a point
of eritiy fur many people who would not ordinarily be involved in
postsecondary education For example, many of the college's dis
.ibled students use Vista classes as readiness experiences before
enrollment in pre-employment or training programs offered by VisI.1
and either colleges in the district.

Private Sector Relationships

Strong 4.onneolorv, with different segments of the private sector
are crucial to our vocational counseling approach, since we depenu
on private employers to help develop our training activities and then
hire our graduate., We use Vista's network of contacts in local busi-
ness and industry in our search for receptive employers and condi-
tional job offers, but we als&khase developed ways of establishing and
reinforcing our own 4.unno.ti,ons with private sector organizations.
One way of developing positive relationships with private employers
is to get them indirectly involved in our program before we ever
mention jobs for the disabled. We often intittate this kind of indirect
participation and support by talktng individually with employers who
h eve been referred to us or by inviting certain employers to be mem-
ber' of ou- project's special advisory committee.

The Ads isory Committee on Vocational Profarns, for the Dis-
abled, which is composed of 10 to 12 rept-est.Matt s es-Of major private
employers and social service agencies in the Cast Bay area, meets
about three times each semester at the college or at a member's of-
fice Committee members ate asked to participate because they have
influence on personnel procedures in their organizations, and
because they seem to be creative, flexible people who are willing to
contribute ideas and real work-world experiences tutour project. The
membership of the committee is fluid, some membets have been
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de" participants lot several y ettrs, but others leave and are re-
placed.

A major focus or acht.or) conimitice meetings and projects is the
sensitization of all members to the abilities, skills, and special needs
01 disabled workers For example. we frequently discuss topics such
as the four major types of disabilities, the worksite implications of
different physical and mental limitations. ntisconceptions about the
problems associated with hiring disabled workers, and ways to com-
ply with Sections 503 and 504 of the 1973 Federal Rehabilitation Act
Many such issues surfaced during a general project of the advisory
committee. the formation of the City of Oakland Mayor's Commis-
sion on the Disabled. I3y helping to define the role and composition
of this new city-wide commission, our advisory committee members
learned so much about disabled people that they became advocates
themselves. Their advocacy attitudes broadened their ideas of
appropriate jobs lor the disabled, which led in turn to thoughtful dis-
cussions of jobs in their organizations, the specific skills required,
and the manner in which standard personnel procedures often work
to the disadvantage of certain disabled applicants.

Sentatization and indirect participation are also the objectives of
our individual talks with employers who are not part of our advisory
committee. In trying to establish additional relationships with private
sector organizations, we first identify medium to large-sized firms in
the area since we assume that larger organizations will hate fre-
quent openings in several job r,itegories Then we locate a contact
person in each target organLation ththugh recommendations from

ista staff or our advisory committee. Ideally, we obtain an introduc-
tion to an individual who is directly involved in personnel decisions,
but we'll talk with any receptive staff member fe g vice presidents,
office managers, training officers, or recruiters).

When we find an employer representative who will talk with us,
which usually requires persistence, we ask what their employment
needs are and how we can help. Jobs for disabled workers are.rarely
mentioned specifically in initial talks thrill employers. At this
preliminary stage. we are more interested in getting employers
indirectly involved in our program, For example. we may ask artof-
lice manager or training officer to talk with students in one of our
training classes about interview procedures or the characteristics of a
certain job

I his indirect approach demands patience and time, but it often
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results in an ellectivc college-employer relation,hip th tt ay even-
tually lead to conditional job olfers and employer assistance in
developing our training programs. As members of our 'advisory
group become more aware of the employment potential of disabled
workers. they also become more alert to the possibility"of recruiting
the disabled for present and future opening:, in their organizations.
As employers observe our,training atalv dies. they understand that
we are interested in the long-term employment of disabled adults
who halq.t -good work skills and attitudes. Understanding turns to
advocauy, and these employers are often witting to adapt hiring pro-
cedures..su that qualified disabled applicants can compete fairly, for
jobs without any compromise of existing employ mein standards

The benefits of developing these; prs %ate sector relationships are by
no means one-sided We learn more about the private sector's
employment needs, which makes it easier for our graduates to find
and keep good jobs. Advantages to cmplo ers include clarification of
their rights and responsibilities relative to federal regulations, the
chanc4 lo help train a group of reliable, competent workers, and
access to special services the college can provide for all their
employees (e.g , management training seminars, disability aware-
ness classes. and alcohol management .workshops as deschbed in
Chapter 8)

The Union Connection

Since union jobs arc usually well-paying and secure, and since
many of he blue-collar and w hits Lollar jobs m the private sector
orgeutat ons that interested us were unionized, we decided very
early that we needed to develop a strong relationship with local
unions. ilisrOrwally. community college personnel arttl union offi-
cials have had differences of opinion on the value of certain cur-
riculum materials and teaching Strategies, and initially we. were
unsure of the quickest and most effective method of involving union
olficaals in our project. -Fortunately, we soon discovered a national
project in Oakland that seemed especially designed to assist us. Oak-
land is one of nine metropolitan areas across the country selected to
pilot test the Ilanclicapped Placement Program, an innovative pro-
ject sponsoted by tilt. Iluma» Resources Developmeat Institute
{IFRI)I} of the AFL-CIO.

The I IR DI is the training and employment arm of the AFL -CIO. I
is a consortium of labor, government, industry, and educational
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institutions that' was established in 1968 at the request of President
Johnson. The prinuple responsibility of the I!R1)1 is to promote
training and employment opportunities for the disadvantaged,
underemployed, and unemployed. The institute supports programs
that overLorne problems and barriers that keep adult workers from
realizing their employ mcnt potential. fIRDI stafloproide technical

, assistance to both unions and employers, and operate special
employ ment and training programs for women, minorities, veterans,
and other special clientele grciips.

The handicapped Placement Program, an 111t'DI project initiated
in 1976..embodies the AFL-CIO philosophy that al qualified men-
tally and physically handicapped workers should have equal oppor-
tunities for employ ment. The objectives of this special program are
to plait qualified handicapped workers into union jobs, to help
injured workers reenter the work force, and to Provide technical
gissis1411)Le to unions anti employers :Aho are not in compliance with

- federal affirmative anion gutdelines.
At each of the nine nationwide pilot sites of this special program, a

placement specialist connects people and organizations (c g., local
community colleges. adult eduLation schools. Central Labor Coun-
cils, and local private employers) that can help disabled workers get
unionized yobs. The goal of each placement specialist is to place 7k
disabled workers per year in private- sector, unsubsidized4obs

Oakland's placement specialist, who is a long-time unioNt worker
and organizer, supported our counseling and placement approach
We deuded to collaborate closely, since our joint efforts would be
more productive than working beparately. We focused initially on
developing the Lontacts. Lonnections, and agreements that would
lead to long-range. continua: placement of large numbers Of disabled
workers. A great deal of time and energy has been invested in per-
suading local private - sector employers and corre5poncling unions to
hire more disabled workers. ALtually, we want more thanphilosophi-
cal agreement from unions and employers. we want them to agree to
assist in the placement of specific numbers in Jain-led, disabled
graduates of our training programs.

liecause of our IIRDI placement specialist's strong union back-
ground, we have gained the support of the Central Labor Council of
Alameda County and of many local unions Together, we 'work hard
to convince union officials that we're not asking for favors, that we
don't want employment standards to be compromised for one or two
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token dihabled workers. aod that we tictwant them to help de% clop a
training program and then dispatch or accept qualified disabled grad-
uates of the program.

Union officials, once they understand our program objectives,
often help us approach local organizations that employ their mem-
beis. Many of our training and filacement efforts in the private sector

Shown above from Jeri tu rrght are (seated) Kos Croswell. International RePresenlativc. Cum
munuabun Workers .4 Amerriva dad R L Nelson, imPlo) mem Manager Re.ruutng. ]'soil.

lho.luomeur Insbrute. Al , MOVell, Cuordrnanon SPvstlist 1.mo:roam:It
ivivpbusie itiandingi OwvnIskitgurt. ifandovapped Pl.tvemeni SPeealiti, Human Resuuttes

Duvorpriteso Department, Juan Leon. Atsneant Dnettur.Calllosua Department ur RthabiltLi
bun and David Mint, Prow nuestor 7 rsti College

would be ineffective without the tacit approval of the unions con-
cerned, our reliance on union officials as active partners in the plan-
ning process results in explicit union approval and support before a
training program is initiated, and ow eventual graduates have a
much better chance of being hired. Descriptions of training activities
in the next chapter demonstrate the active role that union officials
of the Roofers Union, Communication Workers of America, and the
Service Employees International Union have played in identifying
wor:c skills and attitudes and in planning training activities.

Summary

Working directly with Invvate employers and union officials to
obtain conditional job offers, to plan hirin&procedures that do not dis-
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(minutiae against disabled applicants, ind to identify, skills and
attitudes that huti'd be covered in training h not a quick, easy pro-
cess This preliminary planning procedure, which occurs before N t u-
den h are recruited for training, demands the actise collaboration of
college ,staff, private employers, and ..inion officials Unea:ness
about compromising work Ntanddr, anxieties about compliance
with federal regulations, assumptio.is about worksite accommoda-
titfii, and the lack of information on all sides about disabilities can be
therturne only by the vnstNtent, open sharing of information and
airing of concerns. This cooperative process of discussion, analysis,
and negotiation.esentually results in employer-union college agree-
ments to hire disabled graduates of cooperatisely planned training
programs The planning process may take from six months to a year,
but it is time well spent when the ourcoci.es are a high:quality train-
ing program, a high placement and job re'ention rate, and positive
lung-let in relationships with unions and private sector °ionizations.

We had a he,id Marl in establishing good relationships with unions
and ornate employers because of Vista's strong community connec-
tions and Oiodand' special lilt Dl project A broad network of exist-
ing contacts was helpful but not essential to the development of olr
programs If contacts don't exist, they can be developed slowly with
the same indirect process that we used, by building on one or two
credible associations with local employers and union officials If the
initial emphasis is on open discussions and thoughtful planning
instead of requests for jobs, then all participants have a chance to
examine questions, assumptions, and concerns before makint, com-
mitments for training or placement activities. Every college has
made some good community connections, using our counseling
approach requires the reduitment of one or two employer or union
representatives ,ho are willing to help plan a training program for
disabled students Additional contacts are easier once one strong
training program has been planned and has produced competent
graduates
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Chapter Three

TRAINING AND PLACEMENT
STRATEGIES

The positive relationships formed with union officials and private
employers in the search for conditional job offers lead smoothly to
employer and union participation in constructing the appropriate
training and placement activities for a particular job. We try to
Develop strong, long-,term partnerships between union personnel,
employers, and college staff. Unions and employers want to hire
i.ompetent, productive workers, college staff want to provide consis-
tent highqudl. y skill training that will produce qualified workers
Consequently, it makes good sense for college staff and employers to
work together to plan training activities that focus on the specific
skills and attitudes necessary for ,successful job performance.
Because private sector representatives have been so directly and
intimately involved in planning, operating, and observing our train-
ing activities, they know that students who have successfully com-
pleted one of our training programs will be good employment risks.

Deugn ApproPilate Training
Activities

Analyze tasks related to condi-
tional Mb offer
Emphasize Nthrelated skills
and attitudes
Approximate onthe-Job work-
ing conditions
Allow students to demonstrate
work skids to employers during
training

eclect InStroetors. A.deN. and
Training Sites

Choose instrigtors with direct.
Meal C7teellente M PA' WO
IdentifY off -campus training
sites that are similar to actual
working conditions
Organize aides and other suit-
pert services to complement
instruction

27
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Before we deNcribc our training and placement strategies, we
should note that our definition of a training program, is a series of
short-writ' at:limes that lead to siii.,.esViii job placement. None of our
programs last longer than 4 semester, in contrast with traditional
vocational training programs that may require one or two years of
full-time study. We emphasize brief, intensive programs from 36
to 108 hours in length Oat combine orientation, training, and pre-
employment objectives. to program may consist of only one 108 -
hour training class or offOne 36-hour orientation class. Some classes
begin and end at specifit times, others are open for enrollment at any
time during the semeiter.

The complexity of he job requirements and the objective of the
class orientation, re-employment, acid /or training !etermine
the nature and mien sty of the learning experience_ We focus on the
critical job skills an attitudes, and we encourage students to learn
and demonstrate these skills as quickly as possible. A successful
placement generall occurs immediately after a student demon -
strates the appropri lie skills and attitudes. The immediacy of the job
posse, .qty, 4.ombin d with the short, intensive nature of the classes,
certainly contributes to the high motivation and low attrition rates of
qudents. /

Once we've obtained conditional employment offers in a specific
job category, we work with employers and union officials to plan a
training program that:

1. emphasizes specific skills and attitudes that employers have
linked with successful job placement and performance,

2 includes activities that approximate the actual on-the-job
working conditions and gauge the motivation of students;

3. is taught by a fair and demanding instructor, preferably some-
one who works (or has worked) in the company or union tnat
will place our graduates; and

4. gives students the opportunity to demonstrate their work skills
and attitudes to potential employers.

Most of these training strategies are common-sense ideas that are
usually incorporated into conventional training programs. The
unique aspect of our approach is the cmployer's or union's direct, fte-
(mew parmipation. When planning the topics a certain program
should cover, we ask employers exactly what they expect an
employee to know and be able to do for the particular job role Out-
lines from similar training Courses offered at other colleges can be
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helpful, but we depend more on the training recommendations of
local employers and union personnel Together, we carefully analyze
the Job tasks to discover the. required skills and attitudes, how they
can be taught, and how they can be demonstrated Whenever possi-
ble. we hire instrators ur special consultaots for the training class
w ho hase. had years of work experience in the company or union that
has made the conditional job offer to our graduates. Often we help
these experienced practitioners to get a college teaching certificate,
occasionally we team teem with experienced college teachers Our
intent Is to train students thoroughly in essential job skills and the
tricks of the trade as well.

Another key aspect of our training approach is the use etf emplo..1
obsertouons w usher doll% pellorma me tosessMem methods as
$41b5111i11('3he the t On ll fawn,' I lob town leo. Employers and union orfi-
chits are encouraged to observe and talk with our students during
training Mass sessions. Employers visit classes frequently and occa-
sionally tore students immediately We encourage work performance
adaptations of formal hiring procedures primarily because the tradi-
(MIA employment interview process is designed to screen out peo-
ple who du not look ur act normal " Our students, due to mental
and physical disabilities that are combined with a lack of confidence,
usually ring alarm bells in the minds of personnel inters losers. As
mentioned previously, our students are more inexderienced, more
anxious, and is articulate than the general disabled population
Therefore, we have structured each of our training classes to func-
tion as a 'earning experience told as an avenue for students to dem-
onstrate their work skills to prospective employers

Perhaps the best way to explaiNuar training and placement
approach is to trace the development of several of our programs The
following sections describe our roofer's pre-apprenticcship, custo-
dian, postal service clerk. and intercept operator programs, with
examples of the mistakes we've made and the successes our gradu-
ates have experienced as a result of each program

Roofer's Pre-Apprenticeship Program
Our roofer's pre-apprenticeship program was designed to orient

and screen entry -level applicants for the roofing industry. This voca-
tional area was chosen because it offers the incentives of hign
employment potential and high wages. Roofers' apprentices, if they
can manage the physically demanding work duties, ,,tart at about S7
an hour and can earn over S25.000 41 year at the completion of the
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four-year appiliauiLeship iiii;i`1.;am. College staff, Department of
Rehabilitation representatives, the IIRDI placement specialist, and
personnel from the Roofer's Union (Local 81) planned our appren-
uLeship screening daiLitICS, and union offkials agreed to dispatch
those students who completed the program.

In preliminary planning discussions, union officials reported that
getting new apprentices to show up at job sites consistently at the
LraLk of dawn was ti major problem. Roofers usually start work at first
light to avoid the heat of mid-day, w hen roof temperatures often are
20 degrees higher than ground temperatures In addition, when an
apprentice is late, d journeyman roofer who is being paid a very high
salary is forced to stand around and wait. Union officials also said
they were looking for careful people w ho could safely handle the
physically demanding wi..:k. Therefore, we designed a 33-hour
screening program that stressed a) prompt, regular attendance at 6
a. Liss sessiuns, b) the physical demands of the work, and c) the
alety pests of roofing. The class was taught by the local union's

tipprenti eship Loordinator, who has been in the trade for 20 years
The ogram was publicized through the college's general infor-

MAU network and through meetings with Department of
Rehabilitation Lounselors who might refer applicants We carefully
structured the program's orientation and subsequent meetings to
g,...ige the motivation of prospective students. For example, orienta-
tion to the program's goals and activities was held on a Saturday
morning at Oakland's Labor Temple, and the five class sessions
started at 6 a.m. each do of the following week, either in a classroom
at the Labor Temple or at a job site. Students who arrived late were
turned away and advise(' to explore other job areas where early
m'brning punctuality was not crucial.

Students with different kinds of disabilities enrolled in this pro-
gram. Most had learning disabilities or were marginally mentally
retarded. One Vietnam era veteran was physically capable but had a
gi'nshot wound in his jaw that affected his speech. With the excep-
tion of two nondisabled men who responded to the college's general
publicity, the students were dll disabled in ways that didn't interfere
with their physical Lapabilities but did impair their ability to succeed
in formal job interview situations. AD had a history of intermittent
employment or unemployment.

The attrition rate was high in the rust three days of the class Of the
23 students who enrolled in the program during the Saturday orien-
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tation, only 22 showeu up at a m on Monday. Four more students
had dropped out by Wednesday. We were not distressed when stu-
dents decided not to complete the program. Their attendance,
however brief, exposed them to the rzal work tasks of the roofing
trade. If students opted to drop out because they discovered that they
didn't want to be roofers, then our program had served a perfectly
legitimate career exploration function All of the 18 students who
4. ompleted the five-day sequence of classes hate now been dis-
patched as apprentice roofers on union jobs.

This program was very suczessful in terms of the long-range
partnership that developed between the college and the roofer's
union. and In terms of the sucvessful placement of graduates as well
Howevet, we made one major mistake in planning the class
activ ities. The apprenticeship coordinator talked with students about
the work duties and safety requirements, and all students sisited
several job sites to observe working conditions and talk to appren-
tices But we did not hike each student up on a roof during the
classes One graduate of the program. a woman with dyslexia, w .%
dispatched to a union job on d huge, flat roof of a three-story build- se
ing. All morning she worked well in the middle part of the Hat roof
At lunch she wouldn't look over the edge At quitting time she
wouldn't and couldn't botile down Needless to say. every student in
our screening process now goes up on a roof. buckles on a safety har-
ness. and looks o%er the edge. Acrophobivs do npt belong ir the
roofing trade We were Willis!) in nut making the class activities more
4.1osely approximate the working conditions

Custodial Services Program

Almost every special employment program for the disabled in
California and across the nation has d custodial program. primarily
because this is a stereotypical job for the mentally retarded. Even so,
we decided to Aleelop our program because trained. experienced
1. USitltildlIS are in i.Orliinlidl demand by public and private sector
employers The major difference between our program and most
ousting l, ustoth41 training programs is that we place students in
unwound private sector jobs The salary. benkifits, and security
dillereqes between union and non-union custodial work are signifi-
cant.

In planning the learning 401% !ties for this program. we worked
closely with local employers. members of the local Service
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Employees Union, stud the 11 1t1)1 placement specialist Union offi-
cials and employers both said "we need reliable people " They
wanted to hire custodians who would show up on time on a regular
basis and could perform specific custodial tasks. Personal reliability
Ltd% rated fiN highly as work skills in getting and keeping custodial
Jobs. Therefore, our trpning class emphstwes regular, prompt atten-
dance, as well oh the b4S14, and special procedures of the custodial trade

the custodial training CUSS, Which runs for 108 hours over 18
weeks, is team-taught by a 4,ommunit) college instructor with social
serNices experience and an instructional assistant who has been a
practicing custodian for 30 years. This teacher-practitioner team
combination has been very effectil.e. A% part of the class's regular
acti%ities, students maintain Oakland's Labor Temple Student
aktridance and work records are open to employers with the stu-
dents consent, and prospectiNe employers arc encouraged to
urra.r%e the % tido*, as they perform custodial 11431%111es in the Labor
Temple

Most of t students who halve completed this class have been
employed in tcate industry. Some were hired after an employer
ebserNed them L orktng in the class Others were hired on the recom-
mendation of the lass instructors, who are careful to endorse only
those students w i meet the firm reliability and skill st.ndards set
for the class.

Student .1t.quIrvs livoh.int1
exp.:N.:no: in one cu,to4/1.11 train-
ing progrArn. pont'. tr.
%1>141 C (MeV: And OW %Criati:
I mploiN, Ineon.dionou 1 mon
LANA 8:
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.

1.mployer obsvrsations and instructor recommendations are
methods of substituting work performance fora formal inters iew in
the employmbnt process, and the value of this strategy is demon-
strated again and again. For example, a visiting employer asked one
of OW Custodial students how he would clean a certain type of sur-
face This student had become an excellent custodian. He knew
when and how to use dozens of different cleaning compounds, he
could load a truck with all the necessary equipment (which he also
knew how to use) for two ur three different custodial jobs. When
faced with a direct question from d man who might hire him,
husker,er, this student froze. He mumbled that he didn't know and
then also denied know,ng how to use J particular piece of equipment.
The class instructor intervened and asked the student to Aow the
employer how he would clean a similar kind of surface and how
different equipment Was used. The student came to life and milli-
dently demonstrated his skills. lie felt much more comfortable and
competent in showing what he could do rather than talking about it.
The employer hired him. That student and many others like him
competent but nervous and inarticulate would hire been quickly
eliminated in any formal job interview.

Postal Service Mail Handler and Clerk Program

In addition to formal interviews, the traditional employment pro-
cess contains another procedure that is often an obstacle for disabled
.1Aseekers. written employment teats. Written teats can be econom-
ica).and efficient screening des ices if they measure langt.age or com-
putational skills that are necessary for successful job performance. In
many cases, however, written tests are not good predictors of even-
tual lob performance. Many candid employ ers agree but also say .hey
cannot afford the personnel and time necessary to develop and
implement Indic idu thzed, performance-based assessment strategies.
Written testa, whether or not they are used most effectively, con-
tinue to function as screening devices that eliminate many job
suckers who may actually possess the necessary job skills and
attitudes Anxiety, lack of confidence, and unsophisticated testtak-
ing skills are factors that lead to failure in written testa. disabled job
seekers are often able to do the work involved but cannot pass writ-
ten tests

The postal service: mailhandler and clerk program was developed as a
14.4 for qualified disabled job seekers to Avoid taking the Civil Service
exam, which is notorious fur its length, complexity, and dubious rela-
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Winship tool) nerlot maw. Nu specific training occurs in our program
Instead, we recruit and screen applicants, and refer them to the Post '
Office if we think that they can do the work required of mail handlers
Our screening process includes a Variety of formal and informal assess-
ment strategies (see Chapter Five for details) that accurately measure
the appropriate language, computational, and problem-solving skills in
a non-threatening manner. These assessment strategies enable us to
refer capable apphcant, who know what the job will entail and who are
certain that they're interested in a mail handler position people who
would be good employment risks for the Post Office

We developed this referral and assignment arrangement after
numerous discussions with the Handicap Program Coordinator of
the Oakland Main Post Office, which is the central mail handling
facility for the entire East Bay region. Owing to the size of this facility
and the high turnover rate in entry-level positions, mail handlers and
other beginni..g clerks are continually needed. The Handicap Pro-
gram Coordinator, who functions as liaison with the disabled com-
munity, coordinates special admittance employ ment programs After
we explained that we would conduct all the testing and screening, he
agreed that the Post Office personnel department would "try out" at
least 10 of our students each year. Officials of the local of the Mail
Handlers Union. which represents postal employees, also agreed to
our special temporary placement program.

Once referred, our students are usually hired for a maximum of six
months of temporary work. The "temporary" designation of this ar-
rangement means that the Post Office is not obligated to hire our
referrals permanently. but this placement Strategy enables disabled
applican.s to learn and demonstrate their skills while on the job,
instead of on a written test. We encourage postal supervisors to com-
municate clearly with our students and to demand that they perform
as well as other employees. Some on-the-job training occurs with our
students. as it does with all new postal employees, but our students
receive no special considerations. If they do not demonstrate good work
habits and skills during the'. icmporary tenure, they are terminated

This program has been an unqualified success In the last three
years, 30 mentally retarded or developmentally disabled students
have been referred to the Oakland Main Post Office for mail handler
positions, 27 have moved from temporary to permanent employ-
ment with the Post Office. In three years, only three employees hired
under this special placement arrangement have been fired Vista Col-
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lege staff now provide all of the ,isnemnient, referral, and follow-up
services for this program. C'ullege counselors, rehabilitation coun-
selors, and sheltered workshop staff refer capable, motivated appli-
cants to us, and we then test and refer qualified people to Post Office
personnel. We 410 check on placements and advise Post Office
supervisors about other matters concerning the disabled. We con-
sider this program a success because of the high ratio of long-term
placements and because of the positive, broad relationship that has
evolved with Post OffiL.0 personnel. Vista will soon provide a special
training seminar on affirmative action and nu procedures for the
disabled to 250 Post Office supervisors and managers.

Intercept Operator
This program illustrates several of our crucial tr.aning and place-

ment strategies. it is particularly exciting because it establishes the
precedent for conducting a special training and placement program
with 41 MAW private sector employer. A member of our advisory
committee who is a recruiter for Nellie Telephone learned that
new division was being established in San Francisco that would be
staffed by 95 intercept upergors. He alerted us to the possibility of train-
ing blind students and other disabled persons fur this new division. Vista
staff, the IIRDI placement specialist, and the Pacific Telephone recruiter
initialed a series of meetings with Pacific Telephone administrators and
officials from the Communications Workers of America, the union that
represents telephone company employees

After almost a year of discussions, Pacific Telephone has
extended 20 conditional job offers to graduates of our intercept
operator training program. We have agreed to recruit, screen, train,
and refer qualified intercept operator applicants to Pacific Telephone.
If our students do well in an interview, they will earn one of the 20
conditional yob offers Once hired, they are eligible for normal pro-
motion and transfer opportunities within the telephone tympany.
This career advancement potential is especially Important to many of
our students who are nut interested in or not able to pursue advanced col-
lege degrees.

A Pacific Telephone consultant helped design out. training class to
insure that all activities accurately reflect the required job skills and
attitudes. Intercept opeiators must be able to quickly enter seven-
and ten digit numbers that they hear from the custotner into a push
button console. In the turning class, students learn how to use a 10-
key adding machine (adapted to replicate the ONI operator console
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key configuration) and then practice recording seven- and ten-digit
numbers from an audiotape. Practice drills emphasize speed and
accuracy so that students will learn to record up to 200 calls an hour
Punctuality and reliability are two other essential job requirements;
so student attendance .records are carefully monitored Originally,

.-*

At bedew Pacific Telephone's Manager of the
ONt section in San Francisco. works with
James Watts. a new Pacific Telephone
employee and a graduate of Vista's Intercept
Operator granting program

the class met for three hours twice a week, and students could enroll
at any time during the semester. The class is now offered through
funding from the California Worksite Education and Training Act
(CWETA) for 30 hours per week for six weeks.

The various components of this training class increase the chances
that students will successfully negotiate the eventual job interview
The students who are referred to Pacific Telephone will be confident
that they can perform the job, their attendance and punctuality
records in our class will demonstrate important work habiti., and they
will have practiced good interviewing skills several times in the train-
ing class. We anticipate that most of the students we refer will be
hired by Pacific Telephone, eight referrals have been hired so far and
several more are on an employment waiting list.

Plans for the Future

All of the programs described here will continue as long as the
conditional job.offers exist ein each employment area and as long as
the programs produce qualified, competent graduates These initial
programs have given our counseling approach a good "track
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record liecausc we've in% ested so much time and thought into
developing a philosophical and practical partnership with union offi-
cials and employers, they are very supportive wh6n we suggest new
programs or variations of existing ones Our present contacts it
unions and private sector organizations now recommend our pro-
grams and students to their colleagues and friends in different unions
and organizations, and these recommendations often develop in
new training programs. We, have defined a way of working together
that lel', all members of the partnership the college, the union, the
employer satisfy indivAdual objectives and needs.

A good ekample of the "trading" that occurs ill this type of rela-
tionship is our recent discussion, with officiAls from the hospital ant
Institutional Workers Union (Local 250 of the SEI11). Staff from this
local union contacted us to ask whether we eould.giv e their super-
visors and shop stewards a brief workshop in assisting alcoholic
employees We immediately agreed to provide such educational
support, activities that address disabilities like alcohol abuse are also
one of our priorities In return for offering nine hours of training for
about 200 supervisors and .stswards, the union is 5ortsidering recom-
mending neatly 100 placenicnts for disabled workers in hospital jobs
te g , laundry, custodial, and food services). The appropriate training
programs for...these positions will be developed as soon as we have
strong conditional job offers from the Lipton and the hospitals involved

Training and technical assistance also play a part in preliminary
discussions were now having with administrative personnel in, the

.. private security and public traisit industries. We've asked these ad-
ministrators what the college can do for them, we have not yet talked
about jobs for the disabled. lithe college is able to satisfy some of the
training needs of these administrators, they will be more cooperative
when ue bring up the issue of cobs for qualified, competent workers

College Administrative Support
roaming and placement programs such as those described here

cannot operate successfully without two kinds of administrative sup-
purr front the college a) procedures that allow the development of a
class or series of classes very rapidly, and b) the capability ofpffering
classes in a variety of instructional formats. Most colleges have leng-
th), lormal curriculum development procedures Classes usually -
begin and end at a certain time each semester or quarter, and it often
takes a full avademic year to get approval for a new class. For-
tunately, Vista staff are accustomed to responding Quickly and flexi-
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bly to community requests for educational services. It takes about
two months to get approval for a new (-lass, and the majority of the
300-400 classes offered by the college each semester are short-term,
intensive courses that begin at various times during the semester.
and are taught by hourly, part-time instructors.

It is quite possible to cut down on curriculum development turn-
around time and develop flexible kinds of learning experiences
within the structure of larger, more formal institutions, however, the
active cooperation of a key instructional administrator is essential.
Acc.elerated curriculum development procedures must be adopted,
record-keeping procedures such as daily attendance must be
systematized. and faculty may have to adapt their teaching styles.

Summary

All program planning occurs before students are recruited. Train-
ing activities focus on orientation, preemployment, or specific work
skills, and a training program is usu illy a semester-long series of
brief, intensive activities. After obtaining conditional job offers in a
specific occupational area, we work with private employers and union
officials to plan training programs that:

1. emphasize employer-identified work skills and attitudes,
2. approximate on-the-job working conditions,
3 gauge the motivation of students,
4. are taught by fair but demanding instructors, and .

5 enable students to demonstrate their work skills and attitudes
to potential employers.

The unique aspects of this training approach are the direct, ongo
mg participation of private sector represerthiliv es and the use of work
performance assessment to augment or replace portions of the for-
Mai hiring procpss. Examples of performance assessment techniques
are employer observitions of training classes and special temporary'
placements of graduates in potentially permanent positions. Each
successful planning and training process adds,to the strength and
credibility, of the college-union-employer partnership, and the col-
lege often offers special seminars or worksho 'ps for private sector
employees as us part of the bargain. College administrative support is
necessary to accelerate curriculum development procedures,
systematize record keeping procedures, and help faculty adapt their
teaching styles.
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N
. Chapter Four

INITIAL STUDENT CONTACTS

Student recruitment occurs after we have obtained conditional job
offers and planned special placement procedures and appropriate
training activities. At this stage we are ready to publicize the training
opportunity, interview interested students, and then refer them to
the project's assessment specialist, to local social service agencies, or
to occupational programs offered by °ilia colleges in our district.

Recruit Screen. and Select Stu-
dents .

Publicue touting oPPottunitY
through college and orn
utunitY contracts
Interwew students to tdenta
Arils. attitudes. $041S- and
expectattons
Refer students to assess.
soccsaltst. other college training
programs. and to local social
service agencies

Recruitment

Conditional employment offers create definite training incentives.
Recruitment bun pi), beccomed Mittel' of advertising the conditional
tub offer and publicizing the training standards. which differ slightly
with each particular program. Successful recruitment strategies
include. calling Vista students who might be interested, distributing
descriptive flyers to the community network of special interest agen-
cies, and making presentations to groups of Rehabilitation Depart-

ps
ment counselors and high school counselors. We try to reach all teg-
ments of the disabled community with complete and accurate infor-
mation about training opportunities and entry requirements in the
month before a specific program is scheduled to begin.

We require that all interested students initiate contact with college
staff, Arrange fur an initial interview, and transport themselves to the
college for the interview. We will not register a student in a training
program solely on the recommendation of another counselor, nor
will we immediately register applicants with whom we talk 'during
agency presentations. By requiring all applicants to arrange an inter-
view and then appear on their own at the college, we get a rough
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MedsUte of their !utilisation, and we arc able to screen out students
who want to enroll simply to appease their counselors or friends We .

want applicants who an. genuinely interesied ie. working, and our
initial intesievis gise both them and us additional information about
whether they would be interested in and qualified for one of our
training programs

Intake Interviews
In the initial interview with a student, we try to accomplish four

objectives

a

b

obtain background information concerning personal and work
history,

develop a sense of rapport,

I

l.. establish a mutual goal that the student can and wants to
accomplish, and

d slimly expectations about our training programs

Of these four tasks, des eloping a personal connection with each
potential applicant is the most important. since our target population
. () nmsty of disabled indisiduals who generally lack self-confidence
and need extra encouragement to daily and and then pursue their
employment goals.

We first try to learn .,buut their previous educational, work, and
training experience -. as well as their short- and long-term employ-
ment goals In must cases, our students haven't had much work
experience i he 're uncertain of what they can or want to do, and
often they are uncomfortably inarticulate in interview situations. So
we question, listen, and probe very carefully to help them describe
their interests, skills, and abilities.

W heneser possible, the outcome of this intake interview is the es-
tablishment with each student of a mutual goal an agreement as to
Mc ne..4 small or idrice step shut person Kill actomphsh. In many cases,
this goal :5 enrollment in u..e of our training programs, if it fits their
interests and if they meet our training requirements. In other cases,
the mutual goal might be to talk with our assessment counselor

_about enrolling in a career planning class or completing some assess-
ment exercises..Wha-tever the goal, it must be a positive next step
tharicgeomplishable

We have discovered that students come in with widely varying
expectations of what our training programs will accomplish Another
function of the intake interview is to .iir!,,i /ct student evettattons
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tibola gaining ii. l OR . Alliti 00/10///t 1, aPiti /0 ( /0/14.1 our expecra-
1440I1 tib0141 11044 nt ptrlorilitithe Out applicants often aren't very
knowledgeable about what :he yob involved really entails Therefore,
a reasonable goat might be for a student to attend the first session of a
training class or go on a field trip to see whether the job really is
interesting mu! appropriate Occasionally, students are not interested
in a training program after they've visited a job site and observed the
work tasks first-hand We don't pcnalize students for this kind of
.144 'son The training class has served as a useful form of career
ewioraticin, and we all have more inlurmation that will make future
career decisions and goals more realistic.

Individual interviews are time consuming, even if they're done oy
trained paraprofessionals, but we dislike giving up the chance for a
face-to-face meeting with each student We always personally inter-
view applicants for a new training program, so we can be reasonably
sure that candidates will be able to complete the program and be stn.
ccssfully placed Telephone interviews are conducted only if a pro-
gram has been offered several times or if we're overwhelmed with
applicants It telephone applicants seem, to be interested and
lUaliiiell, we tell them to attend the first training class At that class
meeting, we make .t special effort to talk individually with everyone,
and the activitics and toutcumes of the program are thoroughly dis-
t.ussed The empl er who made the conditional job uffer talks about
employer epectatt.ins, and the instructor of the class talks about
student performani. requirements

Referral

1 he options after an intake interview with a student include rdfer-
ral io one of our training programs, a regular training program at
another college, our assessment coanseIor. In college- sponsored
developmental and pre-employ ment doses Referral decisions are
based on a preliminary assessntent of the student's skills, aptitudes,
and training readiness

Referral directly to training occurs when we feel that students have
the necessary skills and aptitudes This happens infrequently, since it
assumes a high level of career awareness, solid work skills and
aptitudes, and strong motivation More often we discover in initial
mien, iews that studir-os are nut sure what they want to do. They
nenil to gather more information about themselves and the work
world, or they need to strengthen their academic or work-related
skills before they make a training decision

di
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Approximately 711 percent 41 the students who are interviewed are
referred to our assessment counselor In some cases, assessment of
work-related or academic 110111 11 required before entry into training
programs, we also refer students to assessment if they're very unsure
about career goals If we do not have a training program that matches
a student's interests and aptitudes. we refer that student to assess-
ment and also to other Vista classes so students can strengthen
Nkills and learn more about thenisch es while they're w .rung for an
appropriate training program to be developed.

Susnir ary

After conditional job riders, special placement procedures, and
necessary training activities have been developed, students are
recruited through a Month-long pubhity cam' 'gn directed at local
social service agencies, high schools, and or _ iity groups. All
iiiterestei.11iudent, tat: requred to initiate contact with college staff
In 411 intake uiteriew, we kl,!termine whether the student's interests
anti skills fit the training program, and the student begins to clarify
employment goals The result of this intitial interview is a mutually
agreed-upon plan concerning enrollment in a training program,
exploration of other work/training possibilities, or particpation in
aSSe1Srnelii exeroses to I urther clarify employment objectives

'1
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I /
4hapter Five /

ASSESSMENT ACTIVITIES /
Assessment is a contr vernal topic. Is th:re realf

/
one best

method for deeding wheth r a perSkiw ill or won't succeed in a cer-
tain job, class, or activity? Can affective characteristics such as
MO0%411011 or judgment be measured accurately and ..:.liably? When
is it appropriate to use su ective rather than objJetive tests' Should
the cognitive ability of 4 1 individual be compared to the cognitive
ability of the general upulation, or to criteriacriteria established by the
assessor? Can peopl learn enough about taking tests to significantly
affect test scores' hat kind of assessment activities are effective for
screening, select, n, and diagnosis?

Assessment 1 4.ialists in the public and private sectors disagree,
sometimes v9emently, about the most reliable, accurate methods
of measuring,4ndiv idual skills, motivation, and experience. The ten-
sion that surrounds assessment for the assessor and assessee
increases when the value attached to the assessment context is high
(e g. getting a Job, promotion, or access to spevial services) and the
individuals to be assessed possess special characteristics that differ
from the general population (e.g , the disadvantaged. the disabled)
Consequently, vocational assessment is often a h4gh-stress activity
for our disabled students.

We use assessment strategies intended to dcrease anxiety and A
the Same tune produce accurate, reliable data. The activities de-
scribed in the following sections represent an eclectic, Indy, idualiLed
assessment approach that demands a significant investment of tinve,
persistence, and s.reativ ity, , however, positi,e student outcomes have
convinced us of the value of our assessment philosophy and
aCIIVItIeN

Assessment Philosophy

Three principles have guided our choke: and use of assessment
activities

I . fssessmeta is 4) tonomiouv protess. Student skills, interests, and
motivation MT measured at various stages of participation in all
of our training programs.
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2 (reneral siandeirekeel alien du run euturateh measure the
abeleues and putrenal al disabled pe uple. We prefer to use subjec-
tive and objective measures of specific job-related skills.

3 -Isserrierti is a elacemustoa toad that int lii41.5 rather than eliminates
tutlenis from our programs. We identify and then measure only

the specific skills and attitudes necessary to succeed in our
training programs.

This ongoing, eclectic, diagnostic approach to assessment grew out
tit our frustration with the one-shot, general, standardized assess-
mept techniques that are often used with the disabled and disadvan-
taged. Many such adults have been eliminated from work and train-
ing programs on the basis of poor scores in general aptitude and
intelligence tests We believe that such data often are not good
indicators of employ ment and training potential, and that many dis-
abled and disadvantaged adults have been unfairly screened out of
training programs

Two case studies reinforce our reluctance to use general stan-
dardized tests as screening devices. On several occasions, we have
used tests adapted for the disabled, but have concluded that even
these test results do not always concur with our personal evaluation
of the student's abilities and potential.

These illustrations are not meant to indict all standardized tests.,
however, we believe that other assessment techniques are more
accurate. reliable measures of the abilities and potentials of disabled
persons U ntil standardized tests that have been normed on a dis-
abled population are available, we will continue to use (and develop)
a mixture of obserational, experiential, and performance-based
assessment strategies When necessary, we use specific standardized
skill tests, but only if the skills involved are job-related.

The following sections describe the major kinds of activities we use
to produce information about student interests, abilities, and readi-
nye, to mart training or working. Each activity gives a measure of

emotional, maturational, or social characteristics
iewed as a sequence, these actR ities focus on readiness and ability

factors that correlate highly with job success
1 interviews,
2 general ULU performance,
3 participation in developmental classes,
4 vocational experimentation,
5 job-related skill tests. and

general and spectlic standardized tests
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CASE STUDIES

Deborah. who has been blind since birth, also has a mild
Lase of cerebral palsy. She was in special education classes
and never finished high school. She lives in a board- and -c: re
home with two disabled women who are both blind and deaf,
ahl her employment history only includes assembly work in
a sheltered workshop. Church activities comprised her only
social outlet. In our interviews and counseling sessions, we
had judged her to have average or slightly below average
intelligence We were shocked when her scores on an IQ test
alapted for the blind administered by a licensed PsY-
Lhometrist indicated an IQ of 63. By conventional standards,
Deborah had limited learning ability and low employment
potential. We knew intuitively that Deborah, although
socially immature, did have greater academic and employ-
ment potential than indicated. We referred her to academic
development vlasses sponsored by the college. With a lot of
personal support, combined with her motivation to succeed,
she recently acquired a high school equivalency diploma.
She also has completed our intercept operator training pro-
gram, passed the required job interview and physical, and is
now waiting to be called for employment by Pacific
Telephone.

Peter, an above-average student who had completed high
school, is very active in the National Federation for the
Blind. In addition to his blindness, he also has Raynaud's
disease, which limits his sense of touch and prevents him
from being a good braille reader. Peter's test scores indi-
cated an IQ of 79, Again, we concluded that his lin.itations
were more social than intellectual, and enrolled him in our
intercept operator program. His progress in training has
been good, contrary to the prediction of his assessment
scores.
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Not all students participate in every step of this assessment pro-
cess. Students who are well-motivated and have clear employment
goals often go straight to job-related skill tests after the initial assess-
ment interview. However, students who are unsure of their abilities
and goals benefit greatly from going through some or all of the
following activities.

Assess Student's 1°1,14040d Skills
-.. Indepth personal mirrvie

Performance of general tasks
Enrollment in developmental
classes
Experiment with job tasks

-. Johtelated skill tests
Standardized tests

Assessment Interview
.

Our first and most crucial assessment activity is an in-13depth inter-
view which takes place immediately after a student has expressed
interest in d training program. Perhaps more important than the

4
°Wet-UV e data obtained in the interview is our subjective analysis of a
number of characteristics self understanding, motivation,
enthusiasm, clarity, and appropriateness of work goals. Information
covering eight separate dtedS qiat can be approached in any order is
recorded on a simple interview form;

1. Education. What kind of schools has the student attended
regular or special schools? Did the student change schools? At
what age;' Why? What classes were taken regular, special, or a
combination? What classes were liked and disliked? Why? What
was the highest grade completed and the grade point average'
Any school-related extra-curricular activities? If yes, what skills
Of interests were developed? Would the student enjoy and do well
in the academic portion of the training program?
2. Employment background. What "skills have been acquired
through paid and volunteer work? Which job duties were liked
and disliked? Why' What was the student's relationship with
fellow-workers and supervisors? How many absences per month'
Why did the student leave each job?
3. Attitude toward disability. Does the student think the dis-
dblitty is d major handicap that completely limits social and
employment 4.h014-CS? Is the student self-pitying' Acceptance of
the disability? Is the student hopeful about personal and work
goals?
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4. Family's attitude tossard disability. Do family members
encourage dependence ur independence" Does the family think
the student will be able to or should work? flow protective are
family members' lias the family accepted and adjusted to the dis-
ability?
5. Economic effects of training or employment. Is the student
receiving disability benefits (described in Chapter Six)? Psy-
chological dependence on benefits' I low long would individual
benefit programs continue, .it what level of support. during train-
ing and after yob placement? What are the student's basic eco-

. mimic needs, and what is the minimum wage that would make
employment advantageous?'
6. Disabling condition(s). Is the primal) disability congenital? If
not, what was the age of onset? Cause? What is the effect of the
disability on independent king and on ph} steal and mental func-
tioning' Prognosis of condition(s) ' Is the student taking any
medication that would affect functioning in training or employ-
ment?

Recreational activities. What the student dots in spare time is
particularly important data fir students who have no work
experiences What skills and aptitudes are indicated by these
recreational activities?
8. Employment goall). Does the student have an employment
goal" Social SeRli.e or technical field? Local employment poten-
tial in this work ,irea after training' What (raining or education is
required t; accomplish goalts)? Does the student feel strongly
enough about the work goal to in% est the time and energy necess-
ary to accomplish it" If the student doesn't have a goal, what
occupational field or work role is interesting and possible?
The information and impressions obtained from this long and

sometimes ramblint, inter% tew form a preliminary picture of each
students 14.,el of motivation, independence. %ognitive ability, and
career awareness 01..easionally, this pet ure is so clear and complete
that we immediately refer the student to one of our training pro-
grams or to a regular college program or counselor. However, if we
or the student are uncertain about m00% Joon. abilities, or goals, we
proceed to the next step in the assessment process.

General Task Performance
Another indication of student motivation, interests, and abilities is

obtained by requiring stutkpts to perfot m academic or job-related

47
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,... tasks These tasks assignments may be simple or complex, and they
\are usually intended to test an area of uncertainty identified in the
assessment interview. Examples of actiities we have asked students
to carry but at this state are:

Write an outline of your' esume an bring it to me.
Visit a training class, evaluate what yo see and hear, and then
let's discuss what you think of that job.

Talk with a student in a training class and then tell me what you
think of that kind of job.
Complete these forms and return them to me by next Tuesday

Listen to or read this book on career planning and be ready to
talk about one of your marketable skills next week.
Talk with your rehabilitation counselor about the training
possibilities we've discussed today, and let me know what
you've decided by next Wednesday.

These activities are not particularly risky for students, since they
don't involve commitment to a certain plan, yet this simple assign-
ment strategy accomplishes dual objectives We are able to confirm,
contradict, or clarify our initial picture of student ability, motivation,
or goals, and students are able to learn more about themselves and
specific employment possibilities. Depending on the information
gathered at this stage, students either proceed to the next assessment
step or enroll immediately in a training program they've observed

Participation in Developmental Classes
Many of our students are so unsure of their academic skills and

career goals that they simply cannot decide on a training or employ-
ment choice. We often refer undecided students to one or two of
several types of developmental classes offered by the college each
semester Generally, such classes (described in detail in Chapter
Seven) focus on career, personal, and academic development
Examples of class topics are. listening skills, self-assessment for
career planning, assertiveness training, basic math for blind stu-
dents, beginning typing, spelling through typing, introduction to
data processing, preparation for the high school equivalency diploma
test, reading, and language development. These classes are sup-
ported by general apportionment funds that are supplemented by
Lanterman excess cost allowances.

4d
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Participation in classes Many positive results. stu-
dents build Self- confidence. strength valuable aeadem le skills, and
explore personal as well as career in erests. We meet each month
with the student and the class instruer. Both disabled and non-
disabled adults attend many of these clx\ses. so our students corn-
pcte. !earn, and socialize with a wide range of peers. Sometimes this
mix of students is the first such experience iir everyone, Whenever
necessary. we provide special support servk:es such as readers,
brained materials, interpreters, tutors, or whaiTer is necessary for
the student to succeed in the class We review Vudent attendance
and performance records to assess MMINatiOn, 44:Oen-tic potential,
and social readiness to begin an academic or trainiili program.

Successful completion of one or more of these ievelopmentai
Jolt ities often motivates students to enroll in other, more sophisti-
cated and demanding classes More than once, an academic success
at this stage has stimulated a student to choose a earee, goal that
int into acquiring more academic and technical skills. It i4! also not
unusual for students to continue to enroll in academic cht;ses con-
currently with training classes A little bit of success and personal
sell confidence goes a long wa) at this academic exploration stage.

Vocational Experimentation

Most able-bodied adults have tried out one or two occupations by
the time they are 21 or 22 years old the adolescent paper route or
neighborhood chores, clerking in a neighborhood store or fur a last
food tranchise. par: -time work in construction, tutoring, or fetal'
sales these experiences expose young adults to different types 01
work a process that influences long-term career choices. Not all
young adults hate clear long-range career goals. but they generally
hat e a glimmer of interest in .1 certain area and, if persistent. can get
more employment experiences that clarify their initial interests.

Some counselors beliee that career development is a haphazard.
hit ,Indrniss process that is dependent on access to different kinds°.
work experience and complete, accurate information about the
possibilities atanable Choosing a career, according to other popular
contemporary theories. is a scientific procedure that requires earefu!
planning, NophistiLticki ,ellawareness, persistent research. and self-
confident campaigning Perhaps career choices for the series of
,hoie that adults make these days) .told happen in this fashion if
everyone were literate, articulate, and self-confident, but most peo
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pie just blunder through .m almost unconscious process, taking
advantage of some opportunities. not noticing others. deciding what
they like to do, don't like to do, can do, and won't do.

Many disabled people are at a distinct disadvantage regarding both
styles of career development the scientific and the haphazard
primarily. because they have not had access to a variety of work
experiences or to good information about work possibilities Many
factors contribute to this problem the physical or mental limitations
of the disabilsty, overprotective attitudes of friends and family mem-
ber... and assumptions on the part of counselors and prospective
etnployers about the employment potential of the disabled
Whatever the causes, the results are the same many disabled adults
have not had enough work experiences to compose even a short list
of what they like to do and do not like to do, and disabled people are
very likely to limit their oc...upational goals to social service fields
instead of considering technical or business fields

Our response to this problem is to encourage inexperienced and
uncertain students to sample our training programs by attending one
or two selected (Lissa, Previous assessment activities have produced
a clearer picture of career interests and skills. and parttcipatmg in
training acttviiies lets students actually experiment with real job
tasks without the risk of failure As they are trying out realistic lob
chokes. we meet with them frequently to encourage analysis of the
experiment. Students may deckle to continue with the training or
explore other job options In either case, they have added to their list
of employment likes and dislikes. we then refer them to another
training program or to developmental classes until a program that
interests them is developed

Job-Related Skill Tests
Before and during training classes regardless of whei her a stu-

dent is sampling or training we use several strategies to lest
specific ioh-related skills N U t..11 as listening. spelling. long-tesm
memory., manual dexterity. eye-hand coordination. typing, vocabul-
ary, basic math. and business letter writing If students do not
possess the skills required to enter training or if problems develop
during training. they are referred to other collegesponsored classes
Once general or lob-related skills have been strengthened. students
can apply again or continue with training

Most of the Job-related skill tests we use are brief inforinal adapta-
tions at college-made or commercial tests We have collected,
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revised, and developed several tests for each training program, as
illustrated by the following examples.

Word Processing jor the blind. Performance on a language usage
test and a five-minute timed writing test were entry requirements the
first time this program was offered Two of the first five totally blind
students %Jr, entered the program had nu problem learning how to
apply word processing concepts However, one student could not
spell very well, which was a crtheal skill in transcribing oudiotaped
material During one of our monthly student conferences, we talked
with her about the spelling problem and the obstacle it presented to
successful eompletion of training. even though she had been doing
well in all other training areas She arranged for tutoring in spelling
the next day before he seven-hour a day word processing class.
.liter four months of this rigorous daily tutoring and training
routine. she was hued by the administrative word processing section
ui ti WW1 Wilk at St .000 a month. She's been working for 18 months,
and the bank staff are so pleosed with her work that they have hired
another of our blind word processing graduates

The remaining two blind students in the first word processing, class
Acre unable to complete training because they euuld not remember
the baste word processing concepts *thou( continual reference to the
printed t brailled) manual Initially, we had not re tilted the impor-
tance of memory skills fur blind students t u oeational area.

After anolyiing the problems in this fi doss, we revised our
entry requirements Now applicants must demonsttate skills in
vocabulary, memory (on an adaptation of the Weschler) . basic math,
welling. typing, writing a business letter. and timed five-minute
writings Applicants who perform poorly in one or two areas are
accepted into training but must take extra classes to strengthen their
deficient areas This olIows students to supplement their training and
dues not eliminate those.,who have problems in only one or two
areas Students who perform purl> in SeVerdi areas are referred to
'mediation dosses and ore invited to apply for training again at .1
later date Man% do, one they've improved their deficient skill
areas.

Intercept Operator Program. Most applicants are blind four
specific job related skills are required fur entry into this program.

d good short-term memory or recalling intercepted phone calls
We test this skill in the assessment interview by asking students
to correctly repeat 10-digit numbers'.

Si
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b. good finger dexterity fur speed and accuracy onthe phone con-,---

sole, which resembles a 10key additig--machine. Formal tests
are usually not necessary here, since spare-time activities dis-
cussed in the assessment interview often give evidence of suffi-
cient manual dexterity;

c a clear, easily understood voice and speech pattern, which is
gauged in the assessment interview;

d. good listening skills, which can also be evaluated in an inter-
view situation

Since reading, writing, and math skills are not required for successful
job performance, we do not test for them.

Most students who possess the above skills cloytell in training, and
ongoing assessment determines whether additional support is

necessary. One student easily passed our informal entry tests, but his
speed and accuracy in transferring audiotaped-numbers to a phone
console did not increase after four months of training. After talking
with him and observing him in the classroom, we concluded that he
was relying on the little sight he had to find the correct numbers,
instead of learning how to use the console by touch. Jokingly, we
threatened to blindfold him That half-threat was enough to make
him turn his head away from the console. Within a month, his speed
and accuracy had increased dramatically, and he has been referred to
Pacific Telephone for the initial employment interview and physical

Welding Program. One of our learning-disabled students who is
very sensitive about nut being able to read wanted to be a welder. We
encouraged him to enroll in a welding program offered by another
college In bur district, and we promised to work closely with him and
the welding instructor The student made good progress until the
instructor assigned a self-paced book on how to read blueprints The
student was afraid to tell the instructor that he couldn't read.

At our monthly conference, the welding instructor expressed his
concern about the student's lack of progress in blueprint reading
With permission. we discussed the student's learning disability with
the instructoi, who stated that not knowing how to read did not pre-
sent a major problem, the instructor would just explain what the
symbols meant and how to read the prints. The student completed
the tramming program and is now employed as a welder

Monthly Counseling Conferences
Assessment for each of our training programs involves the specific

rob-related skills described in these three examples. but &her
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employment readilic,s skills are assessed and evaluated dur g
month') training team meetings. The training team consists of e

project's assessment counselor, the training class instructor, and the
student The employment readiness skills we look for include. get-
ting along wilt' peers and supervisors. ability to handle eons:Twice
crtticistp. listening. grooming. punctuality, and attendance.

Monthly training team meetings permit a rcgular evaluation of
student and instructor goals. expectations. and performance.
Together, we are able to identify and discuss problems before they
become unmanageable. and students get valuable feedback on what
they're doing right and wrong All team members collaborate to
create flexible solution., to performance and expectation problems.
Without this ongoing assessmait and problem-solving mechanism.
it is very likely that man) of our students would not successfully
complete training

Standardized Tests
We regard general and specific standardized tests as a Raj of leaf-n-

its); hint 14, hike Al). not as a wa) of eliminating students from train-
ing opportunities We rarely use IQ tests or general aptitude tests,
and only portions ul ,pecific reading. math. or special aptitude tests
are used occasionally to diagnose whether students will be able to
complete the training aLimues and perform the required job tasks
after placement Ilov,ev er. we also emphasize that test - taking is a
valuable skill. and we offer a class in which students can take as many
standardized tests as they wish.

This test-taking class emphasizes that the experience of taking a
test is often more valuable than the test results. A list of the stan-
dardized tests a% ailable to students in this class is included al the end
of this manual Occasionally such rests produce new information
about students. but usually the results either confirm what we
already know or are discounted by our personal evaluation of student
abilities and potentials We advise .students to cc, pare standardized
test scores with the results of other, more informal assessment
strategies.

Summary
Vocational assessment is a high-stress activity for most of our dis-

abled students Consequently. we use formal and informal assess-
ment strategies that decrease anxiety and produce reliable, accurate
data. We have developed an ongoing. eclectic, individualized assess-
ment process that begins when students express interest in a training
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program and ends ii alter they are piaLeil111 jobs The stages in this
assessment proces are

I an initial in-depth interview that kuvers eight major areas of
information;
evaluation of general task performance fur motivation, ability.
and interests.

3 evaluation of performonLe in developmental classes to build
self-confidence and elar4 interests,

4 volitional experimentation to see whether a training program
is a good choice,

3 job-related skill tests both before and during training to assure
successful training anti lob performance, and

6 g,aeral ar.d si _Lilo_ standardised tests, primarily to learn how
to take tests

Depending on motivation and the clarity of employment goals,
students partiLipate in one or several of herr activities after the
Initial alSeSsillt-ill interview During training, nthly meetings of a
training team Lonsisting of the project's aSSeSSMC Loanselor, the
training instruL tor, acid the student pros ide immediate and Lonstruc-
tis e feedbaLk4on progress These .assessment Jell% Ries tend to
include rather than eliminate students from our training programs.

e.
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Chapter Six

DISABILITY BENEFITS AND TRAINING

57

Nnother aspect of the .11..!**Srrient process is a careful analysis of
ho m. the training program and eventual job placement will affect each
NtlideAl'S disability benefits Most disabled unemployed adults
tzceice some form ol ongoing financial support from tilt- govern-
men; in the form of State Disability Insurance (SDI). Supplemental
Security Income (SSII. Social Security Disability Insurance (SSD!),
and/or Medicate /Medical In the past, regulations governing these
.4,4.141 programs have discouraged and often penaliced disabled
adult's who participated in training and employ ment programs. Disin-
4.e iito.e, inherent in the regulations led to uncertainty and anxiety
abikci working or pat iicipating in training programs Our typical stu-
dents disabled adults who are naive about the world of work,
unsure about occupational goals, and possessed of very few marketa-
ble skills are especially tearful of losing their financial benefits and
access to special services if they are not successful in a particular
training or placement situation.

Naturally, the financi'al concerns of students significantly affect
our recruitment and enrollment activities We discuss disability
t-cnelits during intake and assessment interviews These pre-enroll-
mcnt discussions have three objectives I) to gather information
about present eligibility fur benefits and level of support, 2) to advise
students of recent changes in disability benefit regulations Thai
reduce or eliminate previous disincentives to work, and ?) to advise
students of the effects that training and successful or unsuccessful
job placement will have on disability benefits.

S!veral typical questions related to previous regulations usually
come up in initial student interviews For example

I 1:, th, h nt his +itoP 1$ h; it I wart 0 poi -ttliphn Mt art of training program ".

No, .carting a training ur pre employment program will nut cause the
loss of any services you receive under Talc XX, including medical ser-
vice, or cash pay;neots

ll all Int bettebb Op alit, a mai Rout period or roth, nben I begin Korlong

Not necessarily Them. have been same recent changes in Social Security
and other disability regulation, that let you keep a portion of your
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benefits even hound the pre,,,iiius nine-month trial work period
Because of these +-Wilgus. disability benefits may not stop suddenly and
completely, as they did in the past

hai i1 / m earning less inane $ an a pil The r I pat /iir disability-related
evientec Plan I isrpold &crre tilt abbot,

In some cases, regulations ...ow you to deduct disability-related
expenses from your earnings, and your cash benefits are based on this
adjusted net income figure

11 into this jab thirsni iyor14 ant ( au I g bat A on disaluhri beird1/Y ertYth

It used o take six months to a year to reinstate disability benefits. now
you are 4U10111.1iltdib reinstated if any work attempt is unsuccessful

The undercurrent 01 anxiety in these questions is quite strong in
our students Under the old regulations, disability benefits often
stopped abruptly and were very difficult to reinstate. In some cases,
such provisions actually discouraged rehabilitation and a return to
work Some adults were reluctant to enter a training or placement
program, even when potential earnings would ha% e been well above
the value of lost benefits, the fear that work attempts might (*was
intensified by the delay and uncertainty of regaining eligibiblf for
cash and medical benefits. fortunately, recent changes in the law
have decreased or eliminated these work disincentives for the dis-
abled.

Changes in Benefit Regulations

fhe 1980 Disability Amendments to the Social Security Act estab-
lished a three-year pilot test of a process by which cash and medical
support is gradually withdrawn as disabled adults acquire successful
work experiences and higher incomes. The intent of the new amend-
ments is to get more disabled workers back into the labor market
Benefits will be withdrawn slowly in stages as disabled workers gain
more confidence and experience in supporting themselves These
revised regulations, which will be in effect until 1983, do seem to
encourage rather than discourage employment

The following paragraphs outline the essence of the recent changes
in benefit regulations. We realize that this is a very complicated sub-
lett Regulations %ary greatly according to indRidual circumstantcs,
and we may have o%ersimplified the law in an effort to alert you to
the most significant changes. After ro,iewing this outline, analyze
individual cases carefully by consulting with students and their social
service counselors .

5t
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Eligibility for Benefit% I ligibility requirements fin different
benefit programs 11,1%e not changed significantly The following brief
outline gi% es general eligibility requirements lor the major programs

State Disability Insurance (SD!) eligibility is earned by working
for a i-ertain period of time and vontributing to the state disability
fund Benefits are administered by the State Employment
De% elopment Department

.Social Security Disability Insurance (.SSD!) digibtlity is earned
by wi ;king I, a certain nurnbei of quarters in a job where
employers and employees Lontribute to federal Social Security
funds Amount cat benefits is determined by age and gross e n-

ings when disabled

Supplemental Security Income (SSI) is Adil.tblk: :o the aged and
dhabled, and eligibility is detertn61 on the basis of an income
tot, not by I.. 4,ntributions during employment periods

Medicare is a, unable to retired and disabled adults NV ho hate con-
tributed Simla' Security funds Catastrophic and routine health
Lae iilvovered. with no income test

Liedicaid I known as MediCal in California, pros ides all health
care to low- income residents regal dless of precious work history

1,01A of Benefits. Eligibility Iv, benefits is associated with inability
to engage in substartial gainful activity (SG Al due to a disability for
at !vast on. year Substantial gainful a..t,%, ity is a nationally uniform
atLorac Ic%el. if adults earn more than this SGA figure, they lose
benefit eligibility fn addition. disabilities that are not permanent are
re-ewluatd peruidhally to determine eligibility for benefits, if
adults are nu longer considered dis.tbied, they are ineligible for
further benefits

Deduction of Impairment-Related Bork Expenses. Airy money a
disabiLd person spends for attendant kare, medical do ryes, equip-
ment, prostheses, or similar items and ser%it,es necessary for woi%-
ing matt be deducted trout gross earnings Earned income is adjusted
for th.zse work-related expenses before benefit levels are deter-
mined For people who seven,: SSI, this deduction is 41owed after
ligaring net income and eligibility For people not on SSI who intend
to file for benefits at a hilt.( time, these work-related expense detitu..-
lions can be used only if the per-,,ou's countable iilLome. (without
if, 'flu i 'ult..) i, low enough to qualify for SSI tind state supplemental
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payments 1 his poi tit Pii 1 PI the' new regulations is a permanent :flange
and not part of the special three-year pilot test

Automatic Re-Entitlement to Benefits. -1 he Indic iduals s tus as a
disabled person has been extended for 13 months after the d of the
nine-month trial work period, as king as the person is still disabled
1.1igibility for Social Security benefits is automatically extended for
this extra I S -month period rherekire. it a person's SSI or SSDI pay-
ments hate been stopped because of substantial earnings, that per-
son can be automatically reinstated to receive payments if the work
attempt is unsuccessful This portion of the new amendments will be
evaluated for change or eommtiatton in 11)81-

Extension of Medicare Cvoerage. (ntier the new regulations,
Medicare coserage has been extended fur two years after the end of
the automatic re-entitlement period described above Therefore,
Medicare coverage can now i ontinue for three years after cash pay-
ments stop. which is usually a year after an indisidual has started
working the purpose of extending Medicare coserage for four years
alter the disabled individual's return to work is to allow time for the
worker to adjust and to make trangements for medical coverage
through an employer's group plan or an alternate niethod This
aspect of the new regulations will he in effect until 1983

ti uiver of Second Medicare If ailing Period. Pres mush . a person
whose cligibility tor cash benefits and medical coy rage had run out
was required to wait 24 months before becoming eligible for medical
Unerage again This long waiting period has been eliminated until
1981 by the new regulations If a werk attempt fails, the disabled per-
son is immediately eligible for medical care. regardless of when pre-
cious benefits were stopped

.Spec gal nor* Incentive Project. The ocw regulations also include
a special three-yeas national demonstration project to encourage SSI
disability recipients to return to work Members of Congress will be
looking closely at the results of this demonstriation project to see slit
should he made a part of the SSI law For the next three years, the
special roacct will prosaic special cash benefits if the recipient has
completed the nine-month trial work period and is earning enough
tut their employ rmni to he considered substantial gainful dumb. If
inch% iduals receive these special payments, they will continue to be
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eligible for Medi( al v. t1 if thi.ir earnings are high enough to stop SSI
payments, as long as they 11 continue to be blind or disabled, 2)
would be eligible fur SSI payments if they weren't working, 3) would

to stop work if they lost MediCal and 4) do not earn enough to
priAicle an equnalent 01 SS1ISSP payments and '1cdiCal

Additional if'ork Incentives. 1th: new law has additional work
inenti% es that ,dle,t only a small number of people 1) the nine-
month trial work period, proiously only tor disabled workers, has
been extended to disabled widows and widowers getting Social
Security disability payments. and 21 Soual Security and SS1 disability
benefits (and ',1.ational rehabilitation seri, ii.es) will continue even
alter medusa' ret.0,. cry fur those in an approved %manorial rehabilita-
tion program if al the medical reccAery was not anticipated and b)
continuing the benefits will increase the likelihood that the
indiadual ws.l ronain off special Social Security benefits perma-
nently

linplicatiens fe Counseling
I hese new benefit regulations greatlY decrease the et.onomnc risk

atia..hed particpation in a naming or placement progr, m Dis-
abled people who arc Arai(' they will nut he able to get and keep good
lob, will be reasured by the t so that they arc now eligible for almost
tour years of %anat., benefits alter starting a new lob Consequently,
counseling di-sank:41 adults dhow t.mpiny meat possibilities has been
made much easier

(ietting kompleie and at.. ui ale mformaiion about the new benefit
reekildituns Ina% he a Intisult task, howes.er I ocal Social Security
and vocational rehabilaalion personnel ma. not y et have I.omplete
insatit-tiOnun Inc new rules Ue ), ()II to he hevrtull!, persis-
tent as sou se.111.h tor a knowledgeable oni,mt eakh of these local
.igen.Ies II you are Uti<thle: to lint' a person within the SoLial Security
..r rehabilitation bureatiLrao a ho can answer .our questions, we
adyise you to Lantakt .1 tormal ad. 'Kate. agency for the disabled The

enter for independent 1 is.ing intblierkeley has established a di,-
nous inlormain in serAii.e that 1,111 he reacht.a at 14151 644-

I he pui, ose ol gathering intormation from students and local
social see. tee cittellstes Is to help students make an mins Inca thmte
,tbou! erg-v11m.zni trairung or nt,t, eniit program in mans t.ase's
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we have acted as staidt.iit ,wlvovaits by vonsulting with rehabilitation
uunselurs. helping students complete appropriate paperwork, and
even doing some individual research to track down eligibility rules

Summary

Analyzing how partivirkition in a training and placement program
will affect a student's disability benefits is another aspect of our
assessment process In the past, work disincentives inherent in the
major benefit programs made some disabled adults, particularly our
typical students. fearful of enrolling in education or training because
benefits often stopped suddenly and vompletely as a result of suc-
cessful or even unstkvessful work attempts The 1980 Disability
Amendments to the !amit Security At established 4 three-year pilot
test of a gradual withdrawal of benefits as disabled adults acquire
work experience and earn higher incomes Regulation changes
include ability to deduct impairment-related work expenses when
deteriniring benefit levels, automaiic re-entitlement to benefits for
two years alter beginning w work, extension of Medicare coverage
fur tour years after beginning to work, waiver of the second Medicare
waiting period to regain he filth 4. ac coverage. and special work
incentive projects II lova] Soi. a: SeLairity personnel do not lave
4. umplete inlortnation about thou now regulations, check with an
advocacy center for the disabled in your area.

41
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Chapter Seven

DEVELOPMENTAL ACTIVITIES

Developmental eduLation 4.14'1Ses that strengthen academic,
personal, dud Lacer skills plays an espeLially important role in the
proies,t's voLational counseling approach Many of our adult students
are nut ready to begin a training program due to unclear employment
goals and/or weak communiLation and learning skills. Additionally,
many have had a history of failure in academic settings. For these
students, the successful completion of a college -level class repre-
sents a personal milestone and also aLeomplishes three objes:tives

I students who have been away from school for some time
&lum academic self-confidence and brush up on crucial
learning skills, to g.. managing tkrii.s. studying, reading, and
writing).

2 taking a nonvoLational class. (e.g., in local history, art,or cur-
rent affairs) often exposes students to new ideas and new
expel 'crx., that expand or clarify personal and work goals, and

3 .riArenr performance )1 these general classes is an excellent
indicator Of 40)1114 and motivation. and often provides more
Lomprehensive assessment data than a series of formal tests

Students attend two types of developmental classes before and
during training kt7itrtll.rttin um' Punk retist 4.1.4sse.5 that every college
()tiers regularly, and spinal das.st s developed for a certain student
population or objective To help students be successful in both types
of Masses, we emourage them to choose manageable classes, and we
meet individually with them on a regular basis to analyze their
progress

General college Llasses that aLLomplish developmental objectives
include

assertiveness training
arts and crafts
basic reading and writing
biological aspects of aging
career planntng
computer literacy
creative writing
current events

environmental issues
local history
interior design
listening skills
math phobia management
nutrition
study skills
vocabulary development
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In dddIllUti to gClii. IA cla.0.1:, that accomplish exploration and
assessment obiectices, many of out students also participate in
special classes designed to strengthen academic skills and self-confi-
dence. The following sections describe two special classes we have
developed. GED Preparation and Math for the Blind,

GED Preparation
GED is the acronym fur the process by which a student can receive

a high school equivalency certificate by passing a six-hour General
Educational Development (GED) test administered by a state-
approved agency. A OLD certificate usually satisfies high school
graduation requirements for employment, training, and college
enrollment This preparation and testing is traditionally the pro -
vince of local adult CdtliAllUil dgenoes, but the Peralta District IS one
t./: the few California community college districts approved to
administer the GED test.

I he test is comprised of multiple choice items in five broad con-
tent areas $ociol crndie. including world and American history,
government. and economics, naluraf sciences. including earth
science, biology, chemistry, Ind physics. (AAA fireman.. including
drama, poetry, and prose. English usag, including punctuation,
grami..ar. and NIL:Ling, and mornetritait $. including general math.
elementary algebra, and informal geometry.

We focus un preparing disabled students for the GED test for
three reasons it is d realistic, attractive goal for many students, ,
reading and thinking about ali five content areas exposes
academically inexperienced students to a wide

and
of skills,

events. and belids that often expand personal and career interests,
and OLD test scores, when carefully analyzed, are excellent predic-
tors of career interests and academic potential

In developing GED preparation and testing procedures for dis-
abled students, we discovered that the test can be administered in
four different forms in regular print. in enlarged print, m braille, and
on audio-cassette These testing variations, which are unfamiliar to
many counselors, make test-taking much easier for students who are
visually, perceptually. or physically handicapped Kim Edwards at
the Bureau of School Approvals in Sacramento can provide more
information on (,LI) test administration procedures for disabled stu-
dents

The instructional format and t utricaluni materials of our special
GED preparation classes also accommodate student disabilities. A
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general 14044110n class itn all live content areas is taught by an
instructor and two aides lur 15 hours a week during the semester
Students can enter and leave this class whenever they wish duns*
the vertiester fie , open entry/open exit), which means that highly
motivated students can prepare for the test in a relatively short,
inteitsiN4 time period Audio-taped curriculum materials have been
prepared fur the class by the Clearing !Joule in Sacramento and by
the ulunteers of acav ille Wattled study materials have been pre-
pared by the American Red Cross. The college uses Lanterman
excess cost funds to pa} for the two classroom aides and other sup-
port services, ft: g , closed circuit television, Perkins braillers and
paper, abaci, readers, and interpreters)

During the first semester that this class was offered, 14 disabled
students passed their 01,1) tests Before participating in the OLD
program. these 14 had experienced repeated failures in school and
work situations I hey weren't interested rn going to school and had
stopped looking lilt }ohs Laming high school equivalency diplomas
has led 10 remarkable changes in their attitudes and goals. Twelve of
the 1.1 are currently enrolled at one of the colleges in our district,
pursuing occupational r ertificates or general college degrees, and
competing very wet] with their classmates The other two students
are employed one as an electronics assembler and one as a postal
clerk

We will continue to offer this special 0111) preparation and testing
opportunity each semester because it is an excellent motivational
and learning experience for disabled students Passsing the GUI) test
is a persunal accomplishment that convinces many students of their
ability to succeed This increase in self-confidence in turn often
encuurages them to select bioader, more demanding personal and
career goals

Math for the Blind
We developed ,t special math course for blind students primarily

because I P 95 percent of the blind students who enroll in math
classes in our district do not finish them, and 2.) many emerging
vocational opportunities in computer-related fields that are appropri-
ate for blind persons require an understanding of mathematical con-
cc ph

Our special math class, developed with a State-funded instruc-
tional Improvement Grant, uses kinesthetic materials and strategies
to teach math concepts and skills The curriculum covers number
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tbeor), whole number 1, tractions. deeimals, and percentages
Manipulative materials kt blind students -feel- math concepts In
addition, the appropriate Nemith Code symbols (braille symbols for
maih that are distinetly different from regular braille) are introduced
with each new math edit pt Knooing the Nemith Code is essential
for students who want to learn monc than basic math, since all
braille() higher mathematics texts use the Nemith Code

Blind students in this class acquire the basic skills and self-confi-
dence necessary to goon to more suphistleated math classes required
fur occupational certificates and advanced degrees One of the dis-
ahled students who helped develop this class is now a computer pro-
grammer Another student used the class to fulfill the math require-
ment for an A A degree he'll receive this year.) et another acquired
enodgh self-ennlidtmce and skills to attempt some upper-division
math requirements for her State University degree

1 his math .kiss was developed and pilot-te,ted with special funds
over 4 stXMUIllh time period The course syllabus and student
handbook are available front Vista College for the cost of duplication

Summary

Disabled students who are not ready for training often enroll in
aeademo., career. and personal development classes to build self-
confidence and to expand personal and career goals Students usually
participate to general developmental classes offered by most col-
leges. occasionally, we develop academic or pre-vocational classes
especially for disabled students Our General Educational Develop-
ment t(,LI) i preparation and testing program is an example of a
special class that strengthens academic skills, motivates disabled stu-
dent,' is attempt more demanding academic and career dati, tiles, and
produces reliable data on career interests and academic potential.
Math for the Blind is another speeial developmental class When
referring students to developmental classes, we urge them to choose
classes that arc manageable and will also satisfy specific assessment
and exploration objectives
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Our primary goal is to place disabled workers in competitive jobs in
the private sector, and we want each placement to be a positive
experience for the employer and fur the student The union-college- ,

employer partnership developed for each of our training programs
sets the stage for good placements. but we've discovered that several
types of supportive services for both employers and students
increase the odds that plaements will work out well. The following
sections describe the supportive activities we provide before and
after placement. The goals of these supplemental activities are

1 to .emit tc potential employers and co-workers to the
capabilities and needs of disabled workers;

2. to train students in some of the academic, career planning, and
social skill-, necessary for getting and keeping a job, and

3 to make sure that supervisors and new workers are satisfied
with the placements

Employer Education Activities

Many people have misconceptions about the abilities of the dis-
,ihled, primarily because of Lick of contact In particular, employers
ansi supervisors. who are concerned with seeing that work is
acLumplished correctly and efficiently. often have stereotypical
attitudes about hiring the disabled Some common misconceptions
are that disabled workers are not ambitious. they ate safety hazards,
they can't learn new skills anti will therefore stack up in entry-level
iubs, and that they are so demanding to work with that only one
should bt placed in an individual firm Most people quickly discard
these attitudes when presented with clear facts or examples demon-
strating that disabled workers posse$s the full range of human
attributes from laLiness to ambition, from limited to superior
learning ability. in all of our discussions with employers, we try to
transmit information that will remove labels and orient people toward
looking first at the skills of each person. rather than at the disability

Misconceptions regarding disabled workers are confronted prior to
placement through indoodooioi. (durum/ I4.(ss lo s Mont it alt einploiefS aad

t 01140At r. The informal discussion approach is an integral part of
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preliminary talks with employers to define the training at Mace-
mem partnershtp We strive to establish a comfortable atmosphere
where concerns can be easily expressed We expect employers an
supercivors to have vestionv about the implications of hi
dbied workers, and sensitive is >ties must be addressed openly before
conditional job offers are made and placements begin.

The following comments illustrate some typical concerns about
disabied workers Obviously, the context of the question the
canny of tog, the sue and type of firm, and the nature of the dis-
ability influences the responses. therefore, we've included several
possible reactions to different concerns

,wr f /tore door, ,r califs( tiro (word die phi Srt di eft t 0111-
otlillitito Mai isouid t :et tsars

Most physical attommosianuns ins vise minor modifications that can be
mde easily and quickly brained doorway and directional markers for the
blind, an elcsintd drafting table or desk fur wheelchair accessibility, a
disie cup dispenser below the water fountain, or reassignment Of nones-
sential work duties such as filing in high cabinets

The ioti lequiternents will be rnatthed with the physical abilities of
students so that minimum accommodations will be required

1)esals1( 41 e.mploset s sstold dt alt! -t titled Ili coin kw, lolls Frei dose tho
1(.01 11 114 as sA 'Ps gel essur s to adtan< e

People ale people, sonic I..arn quickly and and some don't A dis
ability affects West) le but only mental disabilities affect learning poten-
tial Some disabled employees, like their nundisabled peers. st ill be capa-
ble of asisancemcnt, some won't

We'll by sure it, Iliac disabled people with .t normal range of employ-
ment potential in (tur org.micationJ t11 4( tie 0. 11111 thitibit 4.0 1 lit ,h ht oi Mt ot ;I (MM.;

orA 001

It sou base good personnel prottdures that include adequate warning
and feedhatk ss stems. Ohl) use. (host ',m.o.:ores to deal with disabled
entylwo:t.s as sou would won anyone else It tout personnel procedures
are sound. sou II have no problem with disrunortatton suns

it 1% a mistake to gist disabled workers a Dui: ride, to retain them because
sou re trving to he 'me They won't learn how to he produi.Use. 4.nmpe
too workers, and your other esnplo)ees will be resentful

dpi oph aaeh, 'WS Iere thhibh criouch th people how 1N b4 hit rt'
do, on bon. tie 41(0( I no( ion. lop &wee Acing ill A

Don t assume that disabled employees will be sick frequently or work
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more slowly than otliti tinplostes We'll recruit applitants who want to
work and who bast good work habits and all the required skills

Pity will ht te good days and bad days, just like all employees If the bad
days tar outnumber the good days, counsel, document, and then, if
necessary, fire them as }MI would for anyone eke

Many people tompensate lei .heir phy sad! or mental disabklities by being
more punttual, more responsible, and More poiduttit c tha'n the aterage
employee

11 we hire hind t! applkaai. lilt; 11 Itajt molt. at, &It nit arta int reate our
inturante prentsiott

Research al Sears and DuPont inditates that disabled workers actually
hate !two attidents and better %Act> retards thin , nondisabled

. employees 1>tpending on the disability, they're attustinei. to being
careful .o. they work

It s illtgal for insurante Lompanii:s to raise premiums solely betause of
tits physical/menial tharatteristits ul employees Insurante payments
are based on the tommords attepted risk tatter t.l an otcupation and the
attideht histort 01 an organitation,

tf, 111114 i ( oi,s,favi r., don f 1100 di, huh to 1;0 ke ill Wilk(' l .npli ) I et.% lilt (' WO

%UM , I A I, ,i1 ci "ki pt. k1 lifit WPM IOU I tirtii
Most disabled emplosees won t need a lot of spetial attention They, like
all entplosces, need tit ar direttions and consistent positive/m.1.01%re
leedbatk

%c II strten and train pop!, .o t lie s are able and willing to work in your
him, it your managers use good 'super sr pan. ter.hrlittues, there shouldn't
he am probiern

";pt ,111Pri,t ',a r1 f,,, 0 ,,, s,fi flia, at Fl 110e 41'41)14(1 people. hut len the hew
. ilit io. No SUM (tilt 111,1 S. ::$.11 WO 1 .1011 1 Ruth WA ( %Ira trorhle

h mitillti as li 1(11.1 rc anitortl. Attu! k h I . new program Why don't you
Lome liter to ow training days at a ,me contement for you, and you Lan
obserse our students end talk to our instruttors

Unix sou get I I I know sortie tot our people, I think silt he reassured
that 'hes won t be ant txtra trooble Jusl treat them like cu.:wont'. else
',me tiler re on the tob 1k as la:r and demanding as you are with other
employees

In talks with union offioals and employers, we usual!) encounter
at least one 01 these issues If the) don't appear readily, we bring
them to the suriaLe so, that a sensitization and !cavilling process can
begin Our responses, as noted above, emphasize that thek arc as
many dilfereni,es in attitudes and skills among disabled People as

6 'i



'H i,Izt1,1;r1t %tipp.,ft %), Rite,,

there are among Pa, 1 rtpulalion We locus oil facts that
%lute store pica! attito.lcsInd we discuss the damaging elest%
nitht label) t people's cbove all, we encourage ertiplo}ery to
obserce and t.,:hc with -Anne of our students, an eperience that
fpi.11 &stick an 1114;k:ring nticonceptilitis about the divabled We
sole cmploers that -iciven, train, and refer kitstbled applt-
,.ui!s who can and will ch the woirt, ieelutted I Itat .issit rarice. kinipled
./111 iiur opVittlevs iii addiessing sorsa' 1.e issues. usually c.linunitev
1.1 allcciaies loop% emplovers rna hi.e about hiring the
di,

'miller, more formal .envitiraiion approach is the presentation 01
dr,,ititral A KW( Pit 4,/, /or ciP)/1/4t/. /kw rinel q<4,0/, 14fler mom

is uric tc q't c r... 1.:drit:441:1011 t his kidss approach is a partic-
6140. %Mick:lit learning techroioi:. since we can present tat_is and 1411,

:Whitc with a cross - section 01 personnel who will be interakting
won disahied applit.anis and workers ( Las) LliNt..1.1)S10111 0% er the
than% meaning. of 11.e word 'dhabilit.%," as well as related socio-
icgal topics We e 0111.h:it 'his experience intormall) as a three-hour
ineetiog and ako a, a nine -hour college class tin one-half unit of
credit topic, covered Ili hoiii ersion,. 01 the class include the tour
manic classes 01 clo.abilitte., the emplii)et requirements in Sections
;01 ,,rill s04 of the 14711 ederal Rehabilitation Act., w hat is meant b%

qualified handicapped applicant, the issue 0! ptlisical and/or work
accommodations. and elements of good supervision

Inch% idual discussions and awareness classes are the two mann
enip10;e. activities that we use to orient people to focus
first on the person ancl nut the disability 1 hese activ ities make peo-
ple more aware of the capabilities and need, of the disabled. ,ind we
thick Mal our consisieni, open approach to changing stereolwal
Amucks has contributed to the success rale of our platemeats

Student Support Services

,,iippori services in con% eit'0.mal cocational counseling pr giants
rtae cover a wide raage o1 attR,ities that are directlt or indirectly
relaied to training and plowmen! e g child care, legal advice,

transpori 'Wm, medical assistance, academic tutoring, and
irailliog in independent In ing s' ills When we were developing our
pri 'grain. we hail to make htirkl choices tthous wh it kinds of ser-
% ices to pro% tae for students in Aktition to actual work training

e decided to emphasi/e supportive -cervices that strengthened
akadeinik. and career ptanrting Skills he.ause 1) the college did not



P _
s.

I f 11 fl leo% tlle 11 ( k c A11110S / 71

hate the lacilities 1,i IP I vtitril to in lli, lilt: rion-ekltIcallonal service,.
1 the I ast Bay region alri:Ali, contained numerous social seLcice

group, and agencies that were al-,le to take referrals. and 3) con -
centrating on nth-related ,kills omplernento.1 our primary :raining
arid piai:ineni goals ( ousequenth,, we now refer students who Irate
medical. legal. child care. or serious nnitional problems to local
,trial serciLe agencies. tic kw:Lem-no on offering supplemental
ai.adernic and career planning et 11t:1104e% 111..1 will prepare students
hir entry and graduation front our training programs

( cur career and academic support focus also rellet.t, the philosophy
that successful placement really depends on several stages of
-employment readiness I or eample. at tarious points in the
detelopittent ol a naming program we check to insure that
employers. supervisor,. and co-workers are ready to accept and work
with kb...Oiled applicants. we tent') with employers that our (raining
konitho :ni will produce people who are ready to work in their
ioganitation, and we make sure that our students have acquired the
necessary at,atieMtc, .s0t.lal, and career planning skills that make
them reach to get and keep the lobs, we've identified

Sam the college does no provide a lull range of cont entional sup-
port sect lees N k 4k:tilt:rid that students be ready (or almost ready) to
work helc acceptance into a training program Students who are
reicrred to Lommun' resources are assured that they can reapply
1.4 akIrtliw lin the (wore When the% return to us and they often
J., rei urn hecause of the incentive of a real lob offer we are then
'hie to concentrate on training and ph-related support services

.1 he ,1"Itit inn willitors 4 ?IA e'S prO1 'lied to students are described
sompitelt in ( tiapter Set en -1)et elopmental Aclicitles Very
hrient stoderits who alre not read) for our training 'migrants are
ad% used in enrolll tit several dillerent kinds of college - sponsored
ai.ademic and pre-employment skills classes

[ he pimeci's.ari el-plot/Nine wrIA e 5 are 41111, cred through ollege-
Npi aisoreil l IAVW:,. POI% Okla] session. with student., and as past of
our ;raining programs I he i.olleg,.s A. a r Lk r planning classes cater a
111rI) OM% entional array ol Olie% such a

clarification of personal and work aloes and goah
standarilited.and informal career 1w...rest incentorie,
ar.ert110:11ess training
researching job requirements and dunes:
dreparing a resume or personal data form

6.i
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job-search Armpit:,
interview skills
filling out application forms
taking employment tests
lob retention strategies

I he tlextble instructional format 4)1 the college's career-planning
classes allows 101 wide variability in student skills and goals
Genera II}, the above topics ,ttre divided into a sequence td four one-
unit, short-term learning modules that are offered at different times
during the semester With the help of ti counselor or by reading a
description of the career planning sequence in the college schedule,
student., decide which module best tits their individual levels of
career development The college oilers these classes at various com-
munity sstes and at the Oakland office of the D0-- .1 of
Rehabilitation Often a combination of disabled and not ,,..o stu-
dent., enroll in the same class Curriculum materials used in these
classes include 4- ornmercially-do eloped tests and exercises as well as
exercises that have been developed by local counselors and teachers

Many student., with good communication and selfassessment
..)kal., are relented to college-sponsored career planning classes, but
individualized career 4- °unser' ng occurs at each stage of our program
I hrough indiv idualiied intern sews and informal interest inventories,
we determine how much our students know about different employ-
ment possibilities and whether they have a clear idea of what kind of
work they could and would like to do [nail), , many say that they yust
want to work and do nut have yob preferences Often our training
programs serve as a 4. areer eploration menu, since we encourage
sampling'. a training program Iv learn more about the work

involved If indiidualized counseling shows that a student is not
suited to any of our training programs or cannot develop a specific
employment goal, the student is directed to wait for an appropriate
twining program Usually we recommend that such students enroll
in an academic skills course or a career planning course while they
wait for additional twining/employment choice,

C timer planning activities are also an integral part of our training
programs Lach training program has a career planning component
that may emphasize preparing 4 personal data sheet, filling out ajob
application, taking employment tests, participating in mock inter-
views, or getting along with coworkers. Training activities are
organized so that students practice these career skills as they learn

1
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the required work skill, I lit kttlow,ltg example of the way students
plepare for lob inter v iev.s in the iniercepi operator training program
illustrates how career planning an be integrated alto training

-

henever possible. we arrange *ay% to our .: actuates to eircum-
,erii the traditional application anti interview process by demon-
,tiating their work habits and skills lu prospective employers Occa-
sionally, Ittrwev er, an emplov er will insist upon formal lob interviews
even though written tests or tither application procedures have been
waived 1 or instance, graduates of our intercept operator training
program with visual disabilities are excused horn taking Pacific
I general written employment tests, but our graduates are
required to go through a format lob interview As the last stage of
it mmHg before reterral to the Pauli.. I elephone recruiter. eat h of
our rrovo-to; graduates comoletes di least one mock Interview
wriKh and et ittuued

I lie mock otel v tows are as realistic a, possihle After appropriate
olicrview he ha% roe, are discussed and modeled in the training, class,
prospective applicants must call a protect stall member or a
Ichmhilite Liniiipah% %,,Itttillallt to arrange a time and place for the
okilt. lice interview I he recruiter role is played by so,-.ione who does
not know the applkani %CIL IIIICFLIeVi'n take place At the college of-
lice., or the ottice to the project's union consultalit Applicants
must get to the interview tin their own. on time, dressed
appropriately Ind with their resume% or personal data lorms Thy

interviewer- asks ty meal recruiter questions some easy and
stone difficult about the "applicant's previous work experiences.
al.olth to do the lob, and future career goals ,Npplicants try to act and
react io a confident, complete and accurate manner The whole
interchange, which rakes about a hail -hour, is videotaped

'I arctul review of this videotape provides the student with feed-
back on verbal and nonverbal behaviors It is not reviewed
inimediatelv, a day for even a Week! laicr. the studen. and a protect
,tatf member critique the videotape together During the review ses-
sion, students often realize that they had looked terrified, or had not
described their previous work experience positively, or had answered
a direct question with a long, rambling story The importance of
,hurl, direc t, complete, accurate answers is emphasised by the pro-
KM Slat! member, who also mgt.!s students to consider what they
should have said or how they should have acted If necessary,
another mock interview is .ch,stioleki, v ideotaped, and critiqued. Stu-

7)
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dents are not relt iz; 1 io 11 I OA telephone recruiter until they are
competent interviewee,

summarize briefly, students arc retested to tollege-sponsored
career planning and academic development classes both before and
during training 1 priiieur counselor also works individually with
them in these two support areas, and each training program includes
a career planning component We emphasize career planning and
academic support services because competence in these skill areas
increases the probability that students will be able to get and keep the
robs we've identified We have wild our training approach to
employers who have agrectl to hire qualified disabled applicants, but
our graduates roust stilt demonstrate the rob-related skills netessan
to be competitive applitants and good workers

Post-Placement :Activities

ohov mg placement we regularly contact the new employee and
the employer representative at least once a month for three months
and then once more six months after placement When talking with
new employ ets after placement, we probe to determine whether they
understand their assignments. tan do the work. and are getting along
with their co-workers I; we sense that problems in work skills or
attitudes exist, we meet Immediately with the people involved Most
problems, one they're oblectively identified, can tie resolved if
everyone employee, ca- workers. and supervisor is willing to
Amperate. Many probletfis arc caused by simple misunderstandings.
but in a very few cases, a placement just doesn't work out the stu-
dent is then relerred to another ui our training programs or to the
Department of Rehabilitation

No mann type,":ol employer-related problems have surfaced after
many post-placement conferences port( me anuides on the part of
employers who are less demanding of disabled workers, and met lee-

qiretitOirs vA al% on the parr of employers who do not give clear
dirt:owns and fitturate feedback to disabled workers In a well-
intended Mori to make a placement succeed. many employers and
superyisors ignore the tact that a new disabled employee is not work-
ing up to the standard requited id other new employees Supervisors
and to-workers tompensaie lor the.work'not being done or being
done incorrectly. and everyone participates in a conspiracy of silence
to avoid hurting the feelings or the disabled worker I.ventually the
situation e:plodes, as in the following example

7
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IA c placed a dIsaillA,t1 IA. I still ill a fairly unskilled position deliver-
ing interoffice mail The supervisor and co-workers thought they
were well prepared to 'deal with a handicapped person " They were
enthusiastic about making the placement a successful one The new
employee took .4 little longer than usual to learn the names of office
personnel, but cu workers decided to be helpful and rerouted mail
alter it had been del:cc:red to the wrong desks. Therefore, the new
cinployee thought he was doing a good rob 'because nobody men-
tioned the wrong deliveries And when we called the upervisor to
see h4),. the new employee was doing. the response was "Ice's great

no problems it's working out . he very well liked we
want to make it work When the mail was still not being delivered
correctly after sot weeks, the supervisor and co-workers could no
longer maintain this magnanimous protective attitude because
rerouting the mail was interfering with their work Suddenly we were
called and told liet this person out of here it's not working out

we can't possibly maintain this any longer This problem was a
°wide surprise in us
In talks with the super visor in this situation (and in general L' .cus-

slow, with prospectie employ ersi , we stress the importance of giv-
ing vicar and corishiciit feedback to all employees, but especially to
disabled employees Vcc emphasire that disabled employees need to
he treated exactl, the same as others and that all employees need to
ne told when they 're doing something wrong and when they're doing
something right ( leaf directions and constructive, consistent feed -
hack are especially important to a disabled person who may have a
diminished mental capability of (n not know much about typical
work encminment-. Without clear directions and a chance to ask
questions, these people min misunderstand their assignments, with-
out constructive feedback, they won't ,know what they're doing
wrong Trying to he nice to disabled employees by ignoring good
stiNf !stir% techniques is a mistake, and we try to confront that prob-
lem before, it materialires II the problem occurs alter placement, we
4.40UnSel the stiperViSOr and the employee the supet v tsor is

encouraged to be lair and 4.1cmantittig and to give clear teedback, and
the new efilpi;nee IS encouraged to ask questions that clarify work
assignments

Summary
All of our support services are directly related to increasing the

odds that eii,h rob placement will he successful I hrough individual



't, /Summar%

lIPINtif it 01,,a611114 c,a..es we sensilitc potentraf
'empl sutler% :Nor.. and co v,orkers to look beyond a person's
di.ability and locus instead on rob skills and attitudes 0e-students
strengthen their academic and career planning skills through
indisidual ,00nscling se..ions and college-sponsored classes Each
training program includes J career planning component Students
who 'lase set lout ;,inotional, family, medical. or transportation prob-
lem. are telt:fretl to other college or community-based support pro-
gram., w oh the underianding that a place in one of our training pro-
gram. and a condMonal lob offer will be available when they're
reatb, Niter placement, both employers and employees are i:oii-
tacred regularly Ei,.ee whether employers are being fair and demand-
ing, and RI 1,10criiiine w Nether new cmphoces UnkICIstand and can
carry out their work aNswIleillent

7
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APPENDIX

Standardized Tests,

Listed below are the standardized tests we have made available to
students Additional assessment material and information regarding
administration procedures can be found in the following manuals.
(atter .1411)eint in Kith the Disabled. published by Mesa Community
College, Mesa. Arizona, 1 lic-11. formula for .improling 1'1441110ml
lineation fur the Ilaneheapped Mau a published by Vocational and
Clker Education Service SecTiiiri: California State Department of
tducation, Sacramento, California, and !Mammal .SAilis A$sosinent

tor Asabk.d &Jai ius. pablished by C 'Liffey Community Colleie, Alta
Lonia, ( alilornia Publishers and their addresses are included.at the
end of this list

Achievement Tests

Peabody Picture Vocabulary I est
American Guidance Service, Inc

Peabody Individual Achievement lest
American Guidance Service, Inc

Stanford Achievement Test
Bureau of Educational Research and tiers ices
Braille. and him Print American Printing House for the Blind

Stanford Test of Academie Skills (task)
Bureau of Educational Research and Services
Braille and Large. Print A mcrican Printing I iouse

Wide Range. Achievement Test
Psychological Corporation

Durrell Listening Reading Series
Bureau of Educational Research and Services
Braille' and Large Print Amman Printing House for the Blind

TMR School Competency Skills
Consultmg Psychologists Press, Inc

California Achievement Test
(111/McGrawiiill
Large Print only. American Printing !louse for the Blind

for _the Blind

I
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Fundamental Achievement Series
Psychological Corporation

SRA Reading-Arithmetic Index
Science Research Associates. Inc.

Aptitude Tests

Pennsylvania By-Manual Work Sample
American Guidance Service. Inc

Minnesota Rate of Manipulation Tests
American Guidance Sere ice. Inc.

Detroit Tests of Learning Aptitude
BobbsMerrill Educational Publishing Company

Subsumed Abilities Measure of Learning Efficiency
Martin M Bruce, Publishers

Employee Aptitude Survey
Educational and Industrial Testing Service

Crawford Small Parts I3exterity Tests
Psychological Corporation

Revised Minnesota Paper Form Board Testi
Psychological Corporation

Differential Aptitude Test
Psychological Corporation

Wechsler Memory Skill
Psychological Corporation

Purdue Peg Board
Science Research Associates

SRA Nonserbal Test
Science Research Associates

SRA Pictorial Reasoning Test
Science Research Associates

O'Conner Emger Dexterity Test
Stocking

Minnesota Rate of Manipulation Test
Stocking

Intelligence Tests

Culture Fair Intelligence Test
Educational and Industrial Testing Service
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Wechsler Adult Intelligence Scale
Psychological Corporation

Revised Beta Examination
Psychological Corporation

Ilaptic Intelligence Scale
Stoelting

Leiter Adult intelligence Scale
Stoelting

79

Interest Tests

So If-Directive Search
Consulting Psychologists Press, Inc.

California Occupational Preference System
Educational and Industrial Testing Service

Career Ability Placement Survey
Educational and Industrial Testing Service

Vocational interest and Sophistication Assessment
Ohio State University Nisonger Center

Knowledge of Occupations
Psychologists and Educators, Inc.

How Well Do You Know Your Interests?
Psychologists and Educators, Inc

Edwards Personal Preference Schedule
Psychological Corporation

Kuder k.reference Rccord
Science ResearchAssociates, Inc.

Geist Picture Interest Inventory
Western Psychological Services

Personality Tests

Test of Social Insight
Martin M. Bruce, Publishers

Social and Prevocational Information Battery
CTB/McGraw-Hill

Work Environment Preference Schedule
Psychological Corporation

Adaptability Test
Science Research Associates, Inc.
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f hursione Icsi gil Menial Aleriness
Science Research Associates. Inc

Scott Mental Alertness Test
Stocking

Vocational Tests

Business Judgment Test
Martin M Bruce, Publishers

Minnesota Clerical Test
Psychological Corporation

Computer Programmer Aptitude Battery
Science Research Associates

Computer Operator Aptitude Battery
Science Research Associates

SKA Test .6f Mechanical Concepts
Science Research Associates

SKA Mechnical Aptitudes
Science Research Associates

Purdue Non-language Personnel Test
University Bookstore, West Lafayette, Indiana

Purdue Mechanical Adaptability Test
University Bookstore. West Lafayette, Indiana

Purdue Industrial Mathematics Test
University Bookstore, West Lafayette. Indiana

Purdue Clerical Adaptability Test
University Bookstore, West Lafayette. Indiana

Publishers:

American Guidance Service, Inc
Publisher's Building
Circle Pines, Minnesota 55014

Ammon Printing house for the Blind
1839 Frankfort Avenue
P 0 Box 6085
Louisville. Kentucky 40206

Bobbs-Merrill Educational Publishing Company
4300 West 62nd Street
Indianapolis, Indiana 46206

..., .
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Marlin M. Bruce, Publishers
Box 228
340 Oxford Road
New Rochelle, New York 10804

Bureau of Educational Research and Services
C20 East Mall
University of Iowa
Iowa City. Iowa 52242

Consulting Psychologists Press, Inc.
577 College Avenue
P 0 Box 11636
'alo Alto, California 94306

CTB/McGraw Hill
Del Monte Research Park
Monterey. California 93940

....--)
Educational and Industrial Testing Service
P 0 Box 7234
San Diego, California 92107

Ohio State University
The Nisonger Center
1580 Cannon Drive
Columbus, Ohio 43210

Psychological Corporation
757 Third Avenue
New York. New York 10017

Psychologists and Educators, Inc
Sales Division, Suite 212
211 West State Street
Jacksonville, Illinois 62650

Science Research Associates, Ins
259 East Erie
Chicago, Illinois 60611

Stoelting
1350 South Kostner Avenue
Chicago, Illinois 60623

University Bookstore
360 State Street 'a
West Lafayette, Indiana 47906 79
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Western Psychological Services
Order Department
12031 Wilshire Boulevard
Los Angeles, California A0025

Ika 1M 1' CLEARINGHOUSE FOR

JUNIOR COLLEGES

UNIVERSITY OF CALIFORNIA

FEB 1 7 1984

8118 MathSclences Building

'As Angeles, California 90024


