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INTRODUCTION

Vocational evaluation is a service that uses work, real or simu-
lated, as the focal point of vocational assessment and exploration. It
is a service designed to assist individuals develop appropriate plans
for their vocational future. 1In vocational evaluation, an individual
may participate in a sequence of psycholoqical and vocational testing,
physical assessments, work samples, situational assessments, occupa-
tional exploration and job tryouts. Vocational evaluation is an impor-
tant service for visually disabled persons, and it$s use has increased in
recent years, Effective delivery of vocational evaluation services may
help facilitate the optimal career development of visually impaired per-
sons by helping them learn how their abilities and interests relate to
jobs and careers, For instance, during vocational evaluation, a Congen-
itally blind youth may consider a number of occupations in which he is
interested; similarly, an adventitiously blinded person may be assessed
for new occupations if he or she is unable to return to his or her pre-
vious job.

Despite the importance of vocational evaluation of blind and
visually impaired persons, rather little information has been published
concerning the topic. Mary Bauman {1951, 1973, 1968) has written exten-
sively concerning psychclogical testino of blind people, and Vander Kolk
(1982) has updated these efforts. Some insiqht is given by an experi-

mental approach developed by the National Industries for the Blind




(Richterman, 1982),  Additionally, Dicksen (1976) has published a
monograph concerning the use of work samples with this population, and
Bauman (1975) edited a monograph based on a conference held in New
Orleans on this topic. However, there remains a continued need for
improving the vocational evaluation of blind and visually impaired per-
sons.,

The need for continued development and improvement of vocational
evaluation of blind and visually impaired persons is being recognized as
several agencies in the field are making efforts to address this issue.
The Research ané Training Center in Blindness and Low Vision at
Mississippi State University is implementina two projects related to
vocational evaluation: (1) a cooperative project with National
Industries for the Blind concerning a series of “"electromechanical work
samples”; and (?) a project to develop and modify work samples to be
used with the blind in assessment related to skilled, technical and pro-
fessional positions. Additionally, the American Foundation for the
8lind has recently sponsored two meetings concerning the formation of a
task force that will address the issue.

Several concurrent trends are occurring that are brinding to light
needed continued development of vocational evaluation services for the
blind and partially sighted. First, the structure of the economy is
changing sn that information processing and service occupations are
growing rapidly. Increasingly, production assembly jobs are being
replaced with robotics and automation, and c1! levels of the economy are
requiring high levels of training and technical expertise. Fortunately,

computer technology is making occupations at higher levels more easily
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available to visually impaired persons. Secondly, a greater emphacis is
being placed on mainstreaming disabled persons into society. Sheltered
industry is increasingly seen as a less acceptable option for highly
functioning blind persons, Additionally, more emphasis is being placed
on training individuals and placing them in skilled, technical, and pro-
fessional occupations. The impact on the vocational evaluation of blind
persons is clear. Good vocational evaluation must increasingly have the
capacity to validly assess an individual for a wide range of occupations
from skilled to professional in a wide variety of fields, A final trend
involves increased numbers of multi-handicapped blind persons who are
applying for rehabilitation services and working in sheltered industries
for the hlind (Richterman, 1982). These include blind-mentally
retarded, deaf-blind, and other multi-handicapped individuals. Adapted
techniques for evaluating vocational potential, present skills, and
effective training techniques for these individuals is important,

What, specifically, are work samples? Work samples are replica-
tions of vocational skills and/or aptitude tests which use the tasks:
tools and materials of the workplace in vocational assessment. Work
samples have been used for many years in vocational evaluation prodrams
for the visually disabled, as well as with other persons with special
needs, They gre but one part of a comprehensive vocational evaluation
process: nevertheless, use of work samples has been viewed as an effec-
tive method of gainina important vocational information about indivi-
duals, particularly those with special needs. Skillfully and
professionally applied, work samples can:

9 provide occupational exploration experiences while simulta-
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neously assessing interests and abilities;
® assess learning abilities, rates and styles;
O estimate the usefulness of assistive devices and other job modi-
fications; and
® provide a more valid assessmeni of job ski)) levels than tradi-
tional pSychometric instruments.
If work samples are ysed as counseling tools, they also provide visually
impaired persons with vital feedback which wil) aid them in their decisions
about careers and employment.
This manual! 1s designed to add to the literature of vocational
evaluation of blind and visually impaired people by reviewing what has
been done to date and what needs to be done 1in the future.

Specifically, the manual is designed to:

® provide a review and analysis of the present state-of-the-art in
using work samples in the vocational assessment of visually
impaired persons,
® draw together ideas, concepts, and resources that have implica-
tions for the development and use of work samples with visually
impaired persons, and
® develop recommendations for the improvement of the use of work
samples with visually impaired persons.
The information presented in this manual was 9athered through a variety
nf sources: a literature review of the yse of work samples in the voca-
tinnal evaluation of blind persons, a national survey of vocational

evaluators in rehabilitation facilities and schools for the blind, and
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ideas developed by the principal author while teaching vocational
evaluation courses.
The underlying thesis on which this manual is based includes the
following statements:
® Rehabilitation professionals have a responsibility to facilitate
the optimum career development and upward mobility of visually
impaired persons.
® Blind and visually impaired persons have capacities for a wide
range of jobs.
® Occupational stereotyping of blind and visually impaired persons
must be resisted.
® Vocational evaluation can be a powerful tool in helping the
visually impaired facilitate their own career development.
® Blind and visually impaired persons can be limited by the nature
of assessment instruments and the manner in which they are used.
@ Work needs to be done to help insure that the tools of the
vocational evaluation process and the manner in which they are
used promote the career development of persons with visual
disabilities,
[t is hoped that this manual will be useful in improving the use of work
samples and the overall vocational evaluation of blind and visually impaired
persons,
The manual is organized around chapters which focus on jssues that
should be helpful to those who assist persons with visual impairments

learn about themselves and the world of work.




Chapter 1:

Chapter 2:

Chapter 3:

Chapter 4:

Chapter 5:

Vi

Training and Employment of People with Visual Impairments:

Implications for Vocational £valuation

In this chapter, a summary of 1literature and other
resources describing some of the fields in which persons
with visual impairments are employed is presented and impli-

cations fcr work sample use are discussed.

Determining the Requirements of Jobs and Training Programs

This chapter presents an overview of job and training
analysis methodologies particularly as they relate to the

employment of visually impaired persons.

The Process of Vocational Evaluation and the Role of Work

Samples
The ways work samples may be employed in a comprehen-

sive vocational assessmenrt process are reviewed in this

chapter,

Approaches to the Vocational Assessment of the Visually

Impaired Population

Major approaches to vocational assessment and the use
of work samples with visually impaired persons are described
and discussed.

Test Administration and the Visually Impaired Population

Techniques for selecting and administering tests,
including work samples, to visually impaired individuals

are described,




Chapter 6:

Chapter 7:

Chapter 8:

Chapter 9:

Work Samples and the Visually Impaired Client: An

Introduction: Developing and Modifying Local Work Samples

In this chapter, work samples are defined and dif-
ferent types of work samples are described. Guidelines
for the selection and use of work samples with visually
impaired individuals are also detailed. Step-by-step pro-

cedures for the development of work samples are discussed.

Work Samples Developed by Local Rehabilitation Facilities

This chapter reports the results of a survey iden-
tifying information concerning locally developed work
samples used in the vocational evaluation of visually

impaired persons.

Commercial Work Sample Systems and Visually Impaired

Persons

Commercial work sample systems and their applicabil-
ity for use with visually impaired persons are reviewe..
Adaptations of these commercial systems for use with

visually impaired persons are discussed.

Needs and Recommendations

This chapter summarizes the current state-of-the-art
in  the utilization of work samples in the vocational
~aluation of persons with visual impairments. It points
out reeds in the field and presents recommendations for

the future development and use of work samples in
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assisting visually impaired people to plan for, obtain

training related to, and enter the world of work,
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TRAINING AND EMPLOYMENT OF
PEOPLE WITF VISUAL
IMPAIRMENTS: IMPLICATIONS FOR
VOCATIONAL EVALUATION

Vocational evaluation is a comprehensive process of assessing the
vocational strengths and needs of ‘individuals through techniques that
use work, real or simulated, as the focal point of assessment (VEWAA,
1975). Vocational evaluation should provide recommendations that
facilitate the career development of blind and visually impaired persons
through recommendations for job training, work adjustment training, job
placement, and other rehabilitation and educational services. Work
samples constitute one type of assessment tool in the vocational evalu-
ation process that utilizes the tools, materials and tasks of actual
jobs and can simultaneously Le us d as a vocational assessment and
exploration tool (VEWAA, 1975),

Work samples are an important tool in the vocational evaluation
process because they give clients the opportunity to try out parts of
new Jobs and experience new vocational behaviors in a relatively short
time in a supportive environment. Work samples need to be avaflable
to give visually impaired clients the opportunity to samnle a wide range
of occupational categories at various skill levels.

For work samples to be selected and used effectively with the

visually impaired, it is critical that good information be available




concerning: (1) jobs blind persons can do and potential on-the-job and
training adaptions: (2) characteristics required of blind and visually
impaired individuals on those jobs and in training; and (3) work samples
and other assessment techniques and materials that can validly assess
for these characteristics of blind and visually disabled persons. This
chapter addresses number 1 - jobs performed by blind workers and
training and on-the-job adaptations for job performance. Subsequent
chapters address numbers 2 and 3.
More specific answers to the following questions are needed:
® What jobs are blind and visually impaired persons capable
of doina?
® What characteristics are important for various types of
occupations? Are different characteristics required that
are associated with the individual's visual impairment and
at what level? (For example, the ability to read braille
and mobility skills.)
® How does the worker with a visual impairment perform the
tasks of the job? Are job modifications and technological
aids used? [f so, what are they?
® What training is needed for varijous occupations? What
modifications and support services in the training process
itself are necessary?
Presently, some information has become available that responds to these
questions. However, the fielo lacks the dearee of specificity necessary

to answer each gquestion completelv.




Occupational Information Resources
A number of sources provide information concerning what iobs blind
and visually impaired persons can do and how they do them. The Greater

Detroit Society for the Blind (1978) has estahlished an Occupational

Information Library for the Blind which describes iobs, duties,

training, and modifications needed for both the blind and partially
sighted. Bauman and Yoder (1960, 1962) published the most complete
descriptions of various jobs held bv visually impaired persons. ODespite
the age of these materials, they remain useful., OQther more recent stud-
ies have documented fields in which the visually impaired are emploYed
(Aster, 1979; Clayton, 1973: Dickey and Vieceli, 1972; Rossi and
Marotta, 1974). ®uch of this literature has been summarized in an anno-
tated bibliography published by the Research and Trainina Center in
Blindness and Low Vision (Bagley, Cook, Graves, Hagedorn, & Moore,
1982), Currently the American foundation or the Blind is implementing
a project to gathe:r information concerning the employment of blind per-

sons, and the Detroit Society for the B8lind is updating its Occupnational

Information Library. Another useful source for identifyina potential

johs for visvally impaired persons is the Classification of Jobs Minual

(Field and Field, 1981)., This manual provides jub analysis information
compiled by the Deoartment of Labor fo: the 1977 edition of the

Dictionary of Occupational Titles and provides cnded traits recuired of

workers in varjous occupations, including whether siaht is considered
necessary, While certain johs which are actually being performed by
blind persons were considered as requirind sioht, the manual is,

nevertheless, a good source of potential jobs in the economy.
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The charts at the end of this chapter provide a summary of occupa-
tions mentioned in thiyv literature that have been berformed by visually
impaired oersons. These charts are certainly not exhaustive; still they
clearly establish that visually impaired persons have been employed in a
wide ranae of occupations. This information is presently available:
howerer, it is often not soecific enouah, not considered relevant to a
local area, and/or not disseminated in useable form. The result is that
rehabilitation professionals may form limited pictures of the occupa-
tional capabilities of visually impaired clients. More useable and
systematiclly organized information is needed for use by rehabilitation

professionals.

Job and Trainina Modifications

Information about specific adaptation techniques and job modifi-
cations is even less available than basic employment information for
rehabilitation professionals. Several catalogues have been bublished
that describe technical adaptations and soecialized equipment
(American Foundation for the Blind, 1980:  Guaerty 1987;
Smith-Kettlewell, 1983), and some articles describe the use of aids
to solve functional prohlems (Scadden, 1982; Weisaerber, 1982),
Some literature has also been written describina adaptations in pro-
viding vocational and orofessional for visually impaired persons
(Dahl and Lipe, 1978; Weisaerber, 1982), Additionally, technical
advances that have the potential for openina up many technical and
professional ijobs tec visually impaired opersons are occurrina con-

tinuously, but information that relates iob adaotation techniques tn
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specific occupations and training situations is not presently
available in an easily obtainable form.

Gathering accurate information concerning jobs--whether unskilled,
skilled, technical, or professional--in which blind and visually
impaired persons can be employed is a complicated process. [t requires
a good record keeping system that takes into account several related
variables. Even when accurate information is collected, determining the
implications for other visually impaired persons and for the use of work
samples during vocational evaluation is neither simple nor easy.

The first problem deals with an important philosophical issue that
has provoked strong differences of opinion within the field of
blindness: to what degree does one consider blind and visually impaired
persons as belonging to a separate category of individuals who need spe~
cialized services and about whom we need specialized information? The
two extreme responses to this question result in problems in the
gathering and using of good occupational information. On the one hand,
the perception may be that the majority of blind persons are rather
limited in their realistic occupational possibilities and that the
gathering of information conCerning the employment of blind persons
would be, at best, not useful and, at worst, a waste of time.
Consequently, information is more readily available concerning jobs in
which blind persons have stereotypically been employed. On the otuer
hand, some may feel that blind persons may not need substantial special
services and that the keeping of detailed records may do more to rein-
force the perception of differences and dependency by the blind than to

enhance their employment prospects. The unfortunate result is two
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strong forces that may contribute to the lack of availability of good
occupational information.

Consideration of why such specific information is needed is impor-
tant. There 1is, in fact, a danger of using such information to
stereotype blind persons. A list of what Jjobs *blind persons can do*
can Certainly be restrictive and inhibit creativity. The fact is that
most sighted people's reliance on sight in day-to-day activities makes
it extremely difficult for thém to imagine how particular jobs would be
done without sight. It is this fact that makes a * job 1ist® potentially
restrictive. However, it is this same fact that makes such 2 resource
needed. If used correctly, occupational information resources can help
professionals think more broadly and Creatively about job prospects for
blind persons. Additionally, systematic descriptions of job adaptations
and modified ways of performing job tasks can help create a specific
picture of how a blind or visually impaired persbn could perform various
jobs. Such information could aid in raising expectations and expanding
potential opportunities in the minds of vocational evaluators and
counselors; it cculd provide information to share with employers or
vocational teachers; and it could suggest vocational evaluation proce-
dures to tap abilities and interests related to a broader range of occCu-
pations.

Beyond the decision to gather information about the employment of
blind persons, the way in which informacion is gathered and categorized
is important. First, information must be qathered about the actual

employment and training of blind and visually impaired persons

inCluding: {1} occupations at which blind persons can or may be
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engaged; (2) job adaptations and modifications; (3) characteristics of
the successful blind and visually impaired worker; (4) training adap-
tations and performance modifications. This information should be tabu-
lated separately, however, based upon the degree of sight and the age of
onset of disability. First, the distinctions between the ‘totally
blind* and “partially sighted,” while difficult to define and cate-
gorize, are important. They imply potential differences in job adap-
tations, psychological adjustments, etc. Secondly, information
concerning the age of onset of disability is also vital. For example,
if it were to be found that all blind managers were adventitously
disabled after they had already become established in their field, the
implications for training and employment in this field would require
careful interpretations. Such a result would not indicate that such a
goal was not feasible for the congenitally blind; however, such infor-
mation might tell rehabilitation professionals something about potential
barriers to a client with whom they were working. On the other hand, if
blind managers were to represent a mix of partially sighted, blind, and
congenitally and adventitiously disabled, information concerning the
training and job adaptations oi these individuals would be most useful
in working with a client who wanted to enter management. Unfortunately,
such information is available less readily and customarily than is
needed.

Another important consideration in a discussion of jobs performed
by visually impaired people is one of representativeness: should occu-
pations primarily performed by a number of persons with visual impair-

ments be included, or is employment by one p2rson with severe visual
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impairment sufficient for the identification of a job as a field in
which blind persons are employed? One might infer that the presence of
one successful worker who has a severe visual impairment indicates that
many other people have the potential for becoming employed in that
field. On the other hand, 2 1imited number of visually impaired workers
in one occupation may indicate that the field is not a realistic choice
for a large number of people. The isolated example may be a person with
exceptional abilities, or the position may have been changed to such a
degree that the job title is no longer valid for the job actually per-
formed. However, in the vocational evaluation and counseling of
visually impaired persons, it is better to err on the side of potential
than to restrict clients inappropriately.

A third important jssue in listing jobs held by visually impaired
people is the rapid expansion of the types of jobs performed because of
improved job modifications, vocational traininq; improvements in tech-
nology, adaptive devices, and low vision aids (Mellor, 1981, Scadden,
1982). Dalrymple (1975) described how the braille computer terminal was
used by a mathematician, a systems programmer, a taxpayer service repre-
sentative, and a newscaster. Improvements in computers since 1975 have
significantly expanded career horizons for the person with visual
impairments. For example, Maryland Computer Services offers the Infor-
mation Thru Speech (ITS) computer system which provides information
both visually and vocally. This technology s currently used by
"blind lawyers, teachers, researchers, counselors, librarians, stu-
dents, computer professionals, engineers, programmers, and pro-

fessionals in many other professions" ("What is ITS?", 1982). ITS
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has not only exoanded career oportunities, it has also been employed
as a vocational trainino aid ("Univercity of Pennsylvania Computer
Center trains blind students 1in programmina,” 1982), Methods by
which an individual, whettar siaghted or visually impaired, performs a
iob are changina as technoloay develops. Because of these changes
and the increasing availability of technolooical aids, iobs that were
once reqarded as unrealistic or inaporopriate for persons with visual

handicaps may be increasingly seen as realistic and aporopriate.

tExpanding Job and Career Opportunities

Expanding job opportunities for partially sighted and blind people
has been a frequent concern for individuals and organizations in the
field of blindness (Aston, 1979; Baker, 1974; and Kirchner & Peterson,
1977). Only one-third of the working-aae blind and partially sighted
- population is in the labor force; the siahted labor force par*icivation
rate is 75 percent. Of those visually impaired persons who are in the
labor force, 80 percent are employed, whereas 92 percent of the sighted
pooulation in the labor force is employed (Kirchner & Peterson, 1977},
The lahor force participation qap of 42 percent hetween the siohted and
visually impaired working age populations illustrates the severity of
the problem of employmant. of visually disabled people. Proportionately,
4? percent more visually impaired individuals than sighted opersons are
likely to drop out of or never enter the lahor forca,

While society is often satisfied when a visually impaired person
has only a Jjob, many persons in the field of blindness and visual

impairment, including providers and consumers of education and rehabil-




litation services, are questioning “. . . the quality of employment
for that minority (25.7 percent) fortunate enough to be employed"
(Kirchner & Peterson, 1980). This quality or underemployment problem
may manifest itself when visually impaired people work fewer hours
than they wish to be and/or are employed at ijobs which . . . are not
conmensurate in status, income, or challenge with their training,
skills, and desires"” (William Graves, 1983). Kirchner and Peterson
(1980) report that in 1975 only 49 percent of visuaily impaired
workers were employed 50-52 weeks annually, whereas 68 percent of the
sighted force was employed 50-52 weeks annually. They also report
that for visually impaired persons, education has less status and
salary pay-off than for sighted workers. Cilearly the level of voca-
tional development of many visually impaired persons {is not what it
could be., As technology and the labor market chande, consumer groups
become more organized and articulate, and thé rehabilitation system
becomes more sophisticated, a greater emphasis is beina placed on the
career development of visually impaired people.

The concept of career development within rehabilitation and educa-
tion programs for the visually impaired is of crucial importance and
must be dealt with by the field. Career development as used here
implies that a rehabilitation professional will identify the highest
level of jobs for which an individual may be trained and employed and
make recommendations for training programs and procedures that will help
that individual reach that level of functioning. 1In many, if not in
most cases, this will cause increased reliance on training--work adiust-

ment training, vocational skills trainina, etc. This concept of career
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development implies that placement in any Jjob is not adequate for
visually impaired people., Rather, services should be provided to help
an individual attain a job at his/her optimal level. For some multihan-
dicapped persons, this may mean that very specific training techniques
are used that will enable an individual to be employed in a sheltered
industry. For a blind individual who functions at a higher level, it
may mean vocatjonal, technical, or professional training.

Rehabilitation and educution professionals are most often caught in
a bind between the desire to provide career development services for
their clients that result in upward mobility and the need to help
clients become employed at any level with the least Cust and time
invested., There 15 an important disparity between what jobs we know
blind and visually impaired persons can do and those they most often do,
Some blind consvmers stress the importance of maximizing the career
development of blind persons; agencies serving them, however, are oftea
limited because of their resources to respond to this need.

While this disparity between what could be and wha’ is will never
disappear, rehabilitation professionals have the responsibility of
facilitating the caree- development of their visually handicapped
clients to the greatest degree possible. Consequently, vocational
evaluators must concurrrently assess the maximum capabilities of an
individual and provide recommendations to clients and counselors con-
cerning how to meet these ultimate Career 9oals. The development of
both a short and long term rehabilitation plan within the realistic
constraints of the local economy and client's personal situaticn must be

developed by the counselor based upon recommendations by the vocational
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evaluator, This requires, of course, close communication between the
counselor and the vocational evaluator and a knowledge by the counselor
of how to interpret and use the vocational evaluation report.

Link’'s (1975) analysis of the state-of-the-art job placement of the
visually impaired focused on the career developmert of blind persons.
In his analysis several recommendations were developed that would aid in
creating a more effective iob placement process. These included:

(1) improved labor market information and the identification of

feasible jobs for blind persons;

(2) increased use of vocational-technical training in public

schools and community colleges;

(3) improved trainino of placement Counselors:

(4) improved procedures in evaluating blind persons for competitive

employment ;
(5) improved job follow-up services;

‘6) improved and increased personral, social, and work adjustment

training; and

(7) improved and increased job modification and restructuring tech-

niques.
Implications for Vocational Evaluation and the ytilization of Work
Samples

In the delivery of rehabilitation services, vocational eval-
uation is often the mediating process between the person and the
development of the rehabilitation plan, Consequently, vocational
evaluation can be used to restrict the vocational opportunities for

an individual, or it can be used as a vehicle for career development
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which gjves an individual the opportunity to explore and be assessed
for potential employment in a wide variety of occupations with a
broad range of skill levels. Blind and visually impaired persons
clearly have the potential to perform a wide variety of occupations.
Vocational evaluators must select those assessment techniques that
can validly assess blind persons for a wide range of Jjobs. To

achieve this goal, the following recommendations are made:

1. Comprehensive information concerning jobs that can be performed
by blind persons must be used in developing a vocational eval-
vation program. Most importantly, work samples and other
assessment technigques should be selected that focus on occupa-

tions or fields at differing skill levels. Care must be taken

not to stereotype individuals but to explore their interests
and abilities comprehensively.
2. Vocational evaluation programs should be closely involved with

skill training programs so that assessment for training may be

effectively implemented. These would include: universities,
community colleges, vocational-technical centers in the area,
and private vocational schools.

3. Job and training adaptations and modifications must be con.

sidered in the vocational evaluatjon process. Work samples, on-
r2-'ob evaluations, and vocational classroom tryouts may pro-
vide an excellent opportunity to experiment with various job or
training adaptation techniques. Vocational evaluators working

with counselors and placement specialists may provide needed

13
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consultation for employers, teachers, university instructors and

others on ways to instruct or employ blind and visually impaired

persons.

Finally, work samples are a useful component of vocational eval-
uation that can be used to address the career development issues of
visually impaired persons. They can be used for assessment and explora-
tion in a variety of fields. Work samples can also be used to assess
skills needed on the job or in training and to experiment with various
adaptive techniques. However, to use work samples effectively in the
vocational evaluation process, accurate specific information concerning
tasks performed on jobs and the skills needed to perform these tasks by

blind and visually impaired people is needed.
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DETERMINING THE REQUIREMENTS
OF JOBS AND

TRAINING PROGRAMS

To implement vocational evaluation effectively, precise information
about the nature of specific occupations and clusters of occupations is
necessary and should include specific analyses of jobs that blind per-
sons bresently do in terms of task descriptions and worker trait
requirements. Professionals need to be able to analyze Jjobs and
training proarams to determine if a visuaily impaired person could basi-
cally do a Jjob, what adaptatiuns and characteristics would be required,
and whether the joh would be satisfyino for the individual trainee or
worker.

This kind of information is vital for developing and selectina work
samples to be used in a vocational evaluation proaram. Work samples
should reflect the conditions, tools, and materials of the iob as much
as possible, and work sample tasks that require the same characteristics
and abilities as are required on the job or in the trainina program
should be required. The utilization of Jiob analysis in vocational eval-
uation is largely based on the Minnesota Theory of Work Adiustment
(Rosen, Weiss, Hendel, Davis, and Lofquist, 1972) that provides a mode)
for matching workers, skills, and needs with occubational regquirements

and reinforcers. Fiaure 1 provides a graphic representation of the
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and reinforcers. Figure 1 provides a graphic representaticn of the
model. According to the theory, jobs must be analyzed in two ways: (1)
in terms of their physical, mental, and emotional requirements and (2)
in terms of the reinforcers provided to the worker. Iw vocational eval-
vation, the skills of the person and his or her needs are determined.
For an optimum match between jnb and worker, the skills of the person
mist meet the requirements of the job (which results in the worker being
satisfactory) and the reinforcers of the job must meet the needs of the
worker (which results in satisfaction). Both satisfaction and satisfac-
tory workers are important ingredients of the Jjob placement process.
Consequently, vocational evaluators must consider and obtain information
about job requirements and reinforcers when doing job analysis.

Most job analysis procedures focus primarily on the determination
of job skill and characteristic requirements. However, Rosen (et.al.,
1972) has developed an instrument for analyzind reinforcers of occupa-
tions in a standard format that can be used with a client need
assessment questionnaire. Rosen reported that occupational reinforcer
characteristics have been identified for 184 occupations with 12

clusters of occupations which have similar occupational reinforcers.

Job Analysis

Some general resources are available that provide information con-
cerning the requirements of Jjobs which are reviewed below. However,
vocational evaluators will also need tc gather local information about
jobs and their requirements. Local analysis of Job and vocational

training programs can supplement general information.
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Figure 1. Rosen's Theory of Work Adjustment

satisfactory
skills requirement
person ;ob
need reinforcer

satisfactory

ROSEN'S THEORY OF WORK ADJUSTMENT
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Dictionary of Occupational Titles

Information available through the Department of Lahor provides the

most comprehensive general resources avajlable. The 1977 edition of the

Dictionary of Occupational Titles provides a job description of 12,099

occupatioens in the United States. This information is indexed several
ways--by alphabetical title, number, and industry. Analyses of the
worker trait requirements of each of these jobs were implemented by the

Dictionary of Occupational Titles and have been privately published by

two consulting firms under the following names: (1) The Classification

of Jovs According to Worker Trait Requirements, VDARE, 1981; (2) the
Encyclopedia of Job Requirements (McCrosky, 1981). The Guide to

Occupational Exploration and Occupational Outlook Handbook are related

documents published by the OUepartment of Labor that provide general

information about jobs.

Handbook for Analyzing Jobs

The Department of Labor (1972) has developed a manual that
describes very specifically the process used in analyzing jobs for the
DOT. According to this precedure, a job analysis r2quires that a syste-

matic study of the worker be completed in terms of:

1. what the worker does in relation to data, people, and things
(Worker Functions):

2. the methodologies and techniques employed {Work Fields);

3. the machines, tools, equipment, and work aids used (MTEWA);

4, the materials, products, subject matter, or services Wwhich

result(MPSMS): and




§. the traits required of the worker (Worker, Traits)--aptitudes,
interests, temperments, physical demands, training time and
work conditions,

The recording form for job analysis is shown in Figure 2.
Basically, the process employs: (1) descriptions of the tasks of the
job; and (2) descriptions of worker traits and the relationship of the
job to data, people, and things. Worker traits are numerically coded.
This procedure is useful in that local job analyses can be implemented
in terms consistent with other more general resources. Additionally,
many vocational testing systems have keyed their results to the worker
trait information of the DOT. Adding local job analyses that use the
same language as the DOT can significantly help the vocational evalu-
ation process. Additionally, the procedure can be adapted to analysis
of the requirements of training programs.

A limitation of this job analysis procedure is the degree of speci-
ficity in analysis of physical demands of the job. Also, the format is
not structured so that consideration of job adaptations and modifica-
tions is encouraged. However, a revision of the job analysis procedure

has recently been published under the title of A Guide to Job Analysis

(Materials Develrpment Center, 1983) that does provide much more speci-
fic gquidelines for analyzing physical demands. Despite these
weaknesses, however, the job analysis procedure as used in the DOT can

provide a useful benchmark in analyzing jobs to be performed by visually

impaired persons.
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U.S. Department of Labor Figure 2

Manpower Administration

1. Estab. Job Title
2. Ind. Assign.

JOB ANALYSIS SCHEDULE

TR R i i A W = S Ee e rEE - 1

Estab. & Sched. No.

3. S.1.C. Code(s) and Title(s)
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4. JOB SUMMARY:
9. WORK PERFORMED RATINGS:
Worker Functions 0 P T
o 2 Data Feople Things
b= Qo
S &
< .
5 Work Field Code
M.P.S.M.S. Code
6. WORKER TRAITS RATINGS:
GED 1 2 3 45 6
Svp 1 2 3 4546 7 8 9
Aptitudes G__V_ N__S__P_0 K_F_M_E_ C__
Temperaments D F I JMPRSTYVY
Interests la Ib 2a 2b 3a 3b 4a 4b 5a b5b
o & Phys. Demands S L M H V 2 3 4 5 6
— v
= & Environ. Cond. 1 0 B 2 3 4 6 6 7
- o
o =
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10.
11.

12.

General Education

a. Elementary High School

b. College Courses

Courses

Vocational Preparation

a. College Courses

b. Vocational Education

Courses

¢. Apprenticeship

d. In-Plant Training

e. On-The-Job Training

f. Performance on Other Jobs

Experience

Orientation

Licenses, etc.

Relation to Other Jcbs and Workers

Promotion: From

to

Transfers: From

to

Supervision Received:

Supervision Given:

13.

14.

15.

Machines, Tools, Equipment, and Work

Materials and Products

Description of Tasks

Aids

The data in Fig. 2 is from the U.S. Department of Labor

Manpower Administration, 1972.
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Job Development Laboratory

Malltk and Sablowsky (1975) implemented a oproject that has
interesting implications for work with visually impaired persons. [n a
demonstration project at Georae Washington University, a Job Development
Labnratory was fnittated to use fob placement and rehabilitation enqf-
neering procedures with clients who had been unable to locate employment
due to the severity of thefr physical disability. The procedure
involved three major steps: (1) a precise functional assessement of the
physical capabflities and functfonal skills of the client. Fiqure 3
shows the form used to document this functional assessment.- Potential
ifob placements were solicited from employers and a very specific analy-
sts performed of the physical demands required of the job. Fioure 4
f1lustrates the job analvsis recording form used. Finally, as close a
match as possible between the job and person was developed, and rehabtil-
itation engineerino procedures were used to develop needed adaptive
devices for specific jobs.

The orimary focus of the fob development laboratory was not on
dealfng with visually impaired nersons, althouaoh some clients did have
this disability. However, this model has some {interestina potent{al
applications for working with visually impaired peonle that include:

{1) the development of an {intearated, intensive service that com-
bines functions of vocational assessment, iob development, and
fob training {(For more severely disabled persons, this "one
stop" approach that teams several specialists in an intensive
service of fort may be most effective.):

{?) the emphasis on a very precise fob analysis of physical demanas
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The George Washington Uinivereity Medical Center
Job Development Laborstory
2300 Eye Street, N.W.

Weshington, D.C. 20037 DATE
I. Backargund Information:
R, Name G. Referred by I. Social Security #
B. Address :mua J. Financial Assistaence
- )
C. Phone Date K. Femily Income
D. Age_ BIrthdate Sex__  Resson L. Insurance #
€. Marital Status H. Counselor
F. Dependents Address
Phune
. Medicel Charactoristice:
A. D.sgnosla E. micim 1. Medical Reheb. Summary
°
8. Prognosis F. Precautions - .
J. Uevices Presently Used (Urtno-
C. Allergles 6. Work Toierence tic & Adaptive)
D. Medicetiohe H. Fatigue

III. Physjical Summaty:

IV. Vocational Hiatory:

A. tducation: _ tlementary __Migh _ Vocationel __Business _ College _ Grad Schaol  Other
8. Vocationel Experience:

Employar Poaition Dstes | Liked/Disliked | Reason Job Teraingted | Pay
C. New Job sa::'ch: —Yeo _No How acon .ftor'job m;god? n oci:zmce =
D. Hobbien: t. ﬂn}g: ine consuming acEIvity':”

(Mallik and Sablowsky, 1975.)
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V. Physical Charecterielics:

'; COONDIN. N AEACH WHLLLCHAIR
0 {L
o /3 Arms
bS8 5L ol ald : ols 5/ 51854
3 LIPS g NENEN IVAE
ég LN éﬁ ¥ f S o § p: i ) $ NL/
a
J g S ug 2 &a ,g,' ﬂ? « 1 i
r“'l‘m ] YES
imparred . AR NO
“mﬁ JJ L} | L DEVICES NEEDEOD {Onthouc &/or Functional)
Minimally ]
Impawed
Intsel ]

V1. Functions! Charecteristics:
A Lovel ol
Seii-Cate, AVH

Score;

i (4 6’3
e /3

[Maximum
Impaired

*¢ aanfL4 40 uoijenuLluo)

Moderate -
mpaired

Minimal
|impaired

Prmcme

Independent

:f Time:

Total Time

* Check Everest Jennings wheeichalr prescrpting foem,

;Ugci:;:l’. FORM (Job Development Lab, The Geo, Weshington Univ, Medical Center, 2300 Eye 8t., NW. Washington,




VII.

VIII, Commun

r:_éﬁg;;_ t::egslmant .

Functions] Chaeracterietice:

a.

Car
Stow w/c_In car
. _(ransportat ion

Yoas N

Ambulet ion
| Walke Independently

fracea

Corset

[ ?
C:ﬂ ch

¥alker

uroe

. lranafere
I

ine from Lving

R
[ Risa from Sitting

1
Shower

Own Cap

| Friand's Cer

alatlve's Cer

Drives Indapend.
[Tax

ila Care Van

Bus

Subway

rain

vare Licence

icat long

xpressive

-~

Heaitat Lo
| WNruoa Worde

e

¥erbal Ability

war Enuncietion

Verbally Profliclent

(Ma1lik and Sablowaky, 1975.)
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C. Hearing sffected
D. _Reading

Yes No

Impaire

men
Cen_Comprehend

:

ife )

n_Pages

;

Work Sam
A. Wwritina

encil
wrice
rrint
eit 1ip Pen

Ball Point Pen

Pencil

Erase

a.

ﬁ——ﬁt—"é&.ﬂ !

spers

Paper Clips

tapier

Tig Calcy.

aada Extens 'on Arm

eads 5

Ceblnata

ndex Card

ymer fcal
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Reach

Speech e
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[ Presa Switch
Needs oot Fﬁal__

Microfilming

Thresdin
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_Load Pper

Remove Jammed P
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Clean Elaes
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ting

. _Architecturel Barriets:

_;_ﬁ taps Into House
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| NonAccessibie Rooms
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orthotic Fvalustion:

‘¢ auanbL4 O uollenulluo)




XI. %@ﬁumu_c,m&grm#
. Jeats: Gen. Intell. Seore Test Dates Verbal Math

Kuder Interest Score Highest I[ntereste (1) (2) $)]
8. Obeervations:
. Appeerance: Meticulous Neot Poor Neglected
2. Motivetion (confidence and self parception) Good Good _Aversne  Pgor

8) Confidence in ebility to learn
b) Confidence in ebility to succeed in work
c) Desire to work

3. Cooperetion during interview

a) Participation b) Attitude 4. Fenmily Support: iona 8
- Initieted discussion — Miable / /
— Responded epproprietely ___ Suapicious A A /I
~__ Short responsea —__ Neutrsl /' /7 7/ / 7 1 77
___ Avoided epeeking —__ Hostile !/ 7 /)
Nane !/ / / / [ L 1/
Spx
L
Father
XIII. Physaical
. nend Dominence
8. Physical Evaluation
IGHT _LEFT
Stranat Eﬂgo of | Eontrac— Fto of | Emtrac- LEGEND
_IEELJ__LAEL_“JEnnLuunL_igs Pajin §&ummﬂ5_:zﬂ;___§m!£gu&z__guL_____;&
1. ?Muldan [ Strength
L - r
Eitm on F - Fair
G -~ Good
N - Normal
Horizontg] Abd,
S city:
?. Elbowa ’ - Jevere
Flexion Mo- Moderste
Mi- Minimal
J. Forearm: N - None
Pronation
§. ¥Wriet:
F
txtenaion
3. Finger:
lexion
xtenaion I L
F
(Mallik end Seblowsky, 1975) 43

*€ a4nbl4 JO UOLIBNULING)



Agency Poaition Salary Refetence
: G [ ADAPYAY TONS [ X OF YiNE \D
. 3 unicati
PROCEDURES
Heori
Lifting Mobil ity
Removing Speaking
Carryinn Tape
Stapling Recording
Openi Typing
Stamping Writing
Sort i
Unfolding .
Hei?hing EQUIPMENT LEVEL/TYPE RECOMMENDAT IONS
Collating tducetion
Filing Math
Turning Prob. 50191'4
Pagea
!ndoxin? Training
Schedul ing I
Inserting %, OFFICE EVAL, DIMENSTONS 1 ADAPTATIONS [
[ Entrance |
2, OFF It Stepe
MACHINES Door
Ooor
Cleaning Machanisn
Disling Floor Cover
Holdin? Threshold
Inserting Obetacleo
Lifting Desk
Maintaining File Cabinet
e et M i
ng - ENSTONS | ADAPTATTONS |
Punhin? r
Threading Greb Bers
Turning Toilet
Unlocking Sink
Using !
Keyboard DIMENS I0NS I_ﬁiFl Al lﬁﬁ_
Cerrying eas I ITTEy
Commente:

(Rehabil itet ion Research and Training Center, The George Waehington Univereity, Waeshington, .C. 20037,)
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that is used to help define needed and potential job modifica-
tions (A validated procedure for this dearee of specificity in
Job visual demands has not yet been developed. However, this
approach points out how such an approach can help open up new
avenues to those blind and visually impaired persons oreviously
unemployed.); and

(3) the use of criterion-referenced functional work samples to
determine basic functional skills possessed by the individual
including both direct vocational skills and independent living

skills important to work {e.q. mobility skills).

Physical Demands Job Analysis
Two additional job analysis resources have also attemoted to pro-
vide a framework for Jiob analysis to encourage recommendations for .Jjob
modification. Lytel and Botterbusch (1981) have developed a manual

entitled Physical Demands Job Analysis: A New Approach which describes

a specific procedure for analyzing physical demands of Jjobs and for
developing recommendations for job modifications. This bprocess is
i1lustrated on the summary form in Figure 5. An analysis of the
following Jjob areas is provided: (1) environmental and social
conditions, (?) most Common posture, (3) height and weight in manipu-
lating obiects, (4) handling objects, (5) movina obiects; (6) deriving
criteria for reaction control placement, (7) infrequent actjons, (8)
visual demands checklist, (9) classifications by strenath, and (10) phys-
ical barriers,

Three cateqories of visual demands are analyzed:
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Figure 5. Summary Form.

Employer Job Title DOT Title & Code
Supervisor Telephone

Company Neme & Addresa

Job Summary

B TP TP
' B T AT

Environm 1 and Form

' 1} Inaide 8] Mech 14 | Sharp Around
,.i_ Outaids % Electric %[ Floor Alone
Heat Hot 16 Elevst Supervision
Cold I Red T77] Light Viclent
51 wet 2] Vent 18] Fumes Shifte
6] Notee [13] Mov Ob [ 19] Others Equipment
Vibe
lask Anplysie form
Moat Common Poature
26 | walkino (or Mobility) Stooping, Crouching
78] Standing [28] sitting [ 30ST (L] or Kneeling

Height and Weight in Menipulating Objects
FOUR FEET OR MORE BETWEEN FOUR FEET AND 18 INCHES  LESS THAN 18 INCHES

"3210 - 5 1be. 38] 0 - 5 1be. 3] 0 - 5 lbe.
3310 - 10 1bs. 0 - 10 1bs. _ﬁ_,o-lo lbs.
41 0 - 25 lbs. 0 - 25 lbe. 0 - 25 lbs.
¥5{ 0 - 50 1lbs. 0 - 50 1bs. 11';'}0-501“.
370 Storage Divisibility $torage

Handling Objecta

| 50a | |_51 | Menipuleting - Both | 34| Reaching over 15* 57 Fingaring
52| Manipulating - Eithe | 56] Reaching over the | 5§ 0] Lifting bulky
choulder ohjecta 24%
or more wide

Hoving Objects

Carrying:
61[1 -5 lba. 1 « SO lbe. 68| Push/Pull - one hand 5 = 10 lbs.
62' 1 - 10 1ba. S0+ lbs. 89| Puoh/Pull = two hande S « 25 lbs.
€3] 1 - 25 1bs. 10 1bs. Beyond 30 ft. | 70| Push/Pull - unequal 5 « 50 lbe.
Diviaibility 711 Push/Pull - Storege S0+ 1bs,
29
Q ‘ ‘ ‘16




Continuation of Figure 5.

761 Speaking in Person Speaking on Phone Convereetion 50% of time with public
Heering in Pereon Heering on Phone Hear ing ~ full ecuity ‘

Oriving end/or Machine Control Plecement

=

B2] Loft hand control | BA] Foot Control/ Pedels [B5] Treading while aitting
Right hand control BZ] Treading while stending

Infrequent Actions

871 Climbing with lege only "89] Twisting the Heed
Climbing with erms and lege LU ]| Twisting the back
Must Croueh 94 | Crawling | 97| Ruehing
Must sto Reclining | Y8 | Running

] Wust knee Jumping [ 39| Throwing
Visual Demands Checklist

ICATION MEASUREMENT/MANUTPULAT ION MOBIL ITY
Reading & Writing | 104 | Estallished Mathod Driving
Working Oistence | 105 1 Measuring Devices Welking

Regular Format Safety Hazerds
Mentor ing

Clasaification by Strenath Reduirementa

Sedentary 1107 Light 111 Medium [132] Heavy

Duration of Welking, Standing and Sitting

Walking 114 151 116 7118 ] 7119 ]
Stending | 125 ] 126 |
Sikting 137 133

Extended or Heavy Demends

134§ Voice 136 | Shoulder 138| whole Body
132 | Voice Back & Knees Whole Body
Oriving
Assigned | 161] Regulor-Aseigned [ _182] Short Trips  |_143] Mejor Duty
[1383] centrel [ 145 may Use Own vehicle
Physical Barriere Form
146 | Parking 1551 Entrence 1651 Floore 1856 Telephone
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(1) communication,
(2) measurement/manipulation, and

(3) mobility.

Figure 6 shows the “Visual Demands Checklist® (Lytel & Botterbusch,
1981). While this procedure will provide some information on visual
demands of the job, it does not address such issues as illumination
level, color requirements, near versus far vision requirements, etc.,
which are among the important elements in determining the visual demands
of a job or work site. The analysis of visual demands and job modifica-
tions is not yet as specific as we might desire. However, the approach
taken by this publication is very useful and is moving in a needed
direction, The Rehabilitation Research and Training Center on Blindness
and Low Vision is in the process of developing a procedure to analyze
the visual demands of jobs (Miles and Graves, 1983).

Another project is presently being implemented by The Career
Development Center in Florida entitled "Job Related Physical Demands."
In this project, a physical demands job analysis procedure, similar to
that described above, has been developed. In addition physical demands
Job analyses are being conducted on a variety of ocCupations throughout
the country, and a manual is being developed that will: (1) describe
specific physical demands of occupations and (2) provide recommendations
for job modifications when a specific physical demand cannot be met.
This project appears to have the potential of being an extremely

valuable rescurce to rehabilitation professionals.
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Figure 6. Physical Demands and Job Analysis & Visuval Demands Checklist

Employer Job Title
I:pusz this forms

A) Anelyze the physicel demands of the duties for the position under
conaiderstion.

8) Complete the Environmentsl Conditions Form.

C) Read the menual for complete definitions of the job cheracteristice
listed helow.

D) Meke 8 decieion about whether any of the job characteristice listed
below gsanm to be trus of the position. Take irto accounl the main
and criticel job duties, the work environment ind any other detaile
from the interview.

E) The presence of one or more of these characteristics in the work may
®mean thet sccommodation regarding the blind might be considered in

sore detail.
Communication

Esaential end extensive reading aend writing is generally performed st o
fow locations. .

Viaual working diatances gre not fixed.

Most of the material read is printed or typed snd the material ie
general'y within a regular or atanderdized format.

Mentoring, particularly in a verbal manner, is the dominent sctivity.
Measur i

Manipulation of objecte occure within a well defined, eatablished method
or psttern.

B E EEEH

Meaeauring davices could be converted to tactils, auditory, or enlerged
acales rather than emall print.

Mobilaty

Driving ia limitad (or unnecessery) end occesiona of use cen be
controlled by the warker or the superviaor.

The work i3 not charecterized by frequent required walking to a veriety
of natl-r?utine locatione cuteide the work unit where apeed of mobility ia
esgential .

2 HH

lmmediate work area does not centain tnaior aafety hezards from moving
objiecta which could result in eerious injury.

(Lytel and Botterbusch, 1981.)
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Training Analysis

Training analysis is a procedure similar to job analysis, and the
procedures and forms described above may be used in both Jjob and
training analysis. The purpose of the training analysis is to assess
the skills and characteristics needed by individuals to enter and
succeeo in vocational training programs, to determine the typical
instructional methodology, and to develop recommendations for modifica-
tion of the training process based on the needs and abilities of the
individual. Peterson and Housley (1982) have described a training anal-
ysis procedure that can be helpful to counselors and evaluators in
making recommendations for vocational training, developing or modifying
work samples to assess persons for entrance into training programs, and
providing information to visually impaired persons about skills needed
in vocational training. A recording form for this procedure is
i1lustrated in Figure 7.

Training analysis procedures are becoming increasingly important.
If the concern is for career development and upward mobility of visually
impaired persons, then vocational training, whether in a trade class, a
two-year technical program, or in a  university, 1is crucial.
Professionals, therefore, must have better information to providé effec-
tive recommendations for vocational trairing. While an understanding of
job requirements is helpful, different skills and characteristics that
are not required on the Jjobs are often needed to be successful in
training programs. Similarly, instructional techniques may need to be

modified to facilitate the participation of visually impaired persons in
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Figure /. Training Analysis Information Form

Vocationa]l Program:
Inatructor: b school:
Date:
Occupational trelning goal{e) of program:

tnt .
. 8 8: What minimal physicel skille and sbilities are required?
t ons could be made?
Skill Modification
Walking:
Stending:
Lifting:
tnrrging:
Bendings
l‘ino—-:gtor:
Speech:
Vision:

:

aring!
. tional akille: What minimal academic skills are required? What
:nm;x;n 10n8 could be made in teaching techniques to ellow lower ekill
evels
Hath:

Reading:
Language:

3. Vorat TonaT Sellls:
Basic tool uae end knowledge required: (Which ones?)

Satsly rules (epecify}:

Work behaviora. Which ones are mget critical?

DOther concerne?

T_ﬁlﬁng Tgﬁlg% used. wnich tesching techniques do you uaer How could you
y thess for the needs of e specific student?

Technique Hodificat ion

Jecture:

sudio-visual:

small gp. project: -

discuasions
demonatration:

study text:
rede level:
. projects:
other:
Host all students proceed st the esme pace? Yes No Suggested
modificat iona?

What suppurt ssrvices or matsriale would you need to help handicapped etudenta
in your progrem?

Other comments?

Ferson doing enalysls:
(Peterson end Houslsy, 1962.)
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the training program. Vocational evaluators need to use work samples
that relate to training as much as possible so the evaluators can pro-
vide instructors with the following kinds of information:

(1) the strengths and weaknesses of the client related to specific
vocational skills, work behaviors, Jjob seeking skills, and
physical skills, and

(2) learning ability and style, including recommendations on how
to teach the individual (e.g., interpersonal style, teaching
materials and techniques, working alone versus working with
others, etc).

To provide these recommendations, specific training analysis information
is reeded by the vocational evaluator,

Several additional training analysis resources are available that
can be adapted for use with visually impaired individuals., Several
studies were conducted at Texas A & M University to determine entry-level
training requirements for secondary gchool programs in vocational agri-
culture, homemaking, and automobile mechanics, These publications may
be obtained from Vocational Special Needs, College of Education, Texas A
& M University, College Station, TX 77843).

Project VESEP (Vocational Education-Special Education Project) has
provided some very useful materials based upon detajled training analy-
sis of secondary vocational education programs in Michigan (VESEP II,
1976). Career clusters which were appropriate for disabled secondary
school age students were identified for training curriculums in
Michigan, Detailed descriptions of the major vocational tasks for each

of the career cluster areas was presented, Also identified were 160
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prevocational enabling skills which the investigators found to be
necessary for success in each training program and each vocational task
of the program. Figure 8 presents a 1ist of the career clusters and
subclusters identified by Project VESEP. Fiqure 3 shows part of the
checklist used to record student prevocational enabling skills. These
skills were categorfzed as social, fntellectual, and physical enabling
skills. They were further subdivided into the following categorfes:
gross motor, fine motor, perceptual-sensory, language, quantitative,
comprehension, health and hygiene, personal/emotional, home respon-
sfbf1ity, and school responstbility. Using Project VESEP procedures, a
vocatfonal evaluator should be able to fdentify training programs most
sufted for an tndividual.

In Froject VERT (Thomas, 1982), entry-level skills for vocational
educatfon programs (automobile mechanics, basic wiring, carpentry, home
economics, masonry, plumbing, welding and food breparation) were tden-
tified. A work sample for each of the areas was then developed to
determine if the secondary school age student was reidy to enter tne
vocational educatfon curriculum. Peterson (1981) developed a manual
with gquidelines to implement vocatfonal assessment programs {in the
schools so that recommendations could be made for entrance into voca-
tional tratining programs. This manual described a comprehensive

training analysis procedure.
Concluston

In summary, several job and trafning analysis resources have been

reviewed which have implications for visually timpaired persons. A&
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Figure§8.

and subclusters.

ANR AGRICULTURAL/NATURAL RESOURCES

AM  Agricultursl Meschenice
LN Lendscaping and Nureery
GF Greenhouse/Floriculture

FPS FOOD PREPARATION & SERVICE

B8P B8aking end Pestry
FP Food Preparstion
FS Food Service

Vocational Education Special Education Project career clusters

FR Forestry and Recreetion

APS AUTOMOTIVE & POMER SERVICE GCM GPAPHICS AND COMMUNICATION NEDIA

AN  Auto Mechanics 88 Bookbinding
AB Auto Body Repair SP Screen Printing
SE Smgll Engines 0L Offeet Lithography
AR Appliance Repair CP Commyrcial Photography
AC Air Conditioning LP Letterpress Printing
DY Drafting
CTS CLOTHING/TEXTILE SERVICE HTH HEALTH
€5 Clothing Service HC Health Care
CC Clothing Construction HH Hoepitsl Houeskeeping
HF Mome Furnishings CC Child Care

UP Upholstery

CON  CONSTRUCTION
BM Building Maintenance/Service
RC Residentisl Construction

MFG  MANUFACTURING
CW Combination Welding
. MT Machine Toocl Process
SH Soft Meterial Processes
080 OFFICE & BUSINESS
GG Ganeral Office Clerks
OM Office Machine Dperat

5T DISTRIBUTION
MH Meterisl Handling
RT Retailing

(vocat ional-Technicsl Educationel Service, Michigen Department of Education,
Mt. Pleasant, M1., 1976)
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BE

Student Neme

~Student
Proarese

Enabli kil
Given the necessary tools, Materlals,

Perfurmalice

equipment end requisite knowledge,
the learner wills

GM 12 Push, pull, 1ift and/or carry Less than 20 1bs for an appropriete distence
__cbiects |

oM 0T SIt or Stend "trect in @ normel 8itting or stending
poaition with/without support.

GM 02 Crawl Moving on hsndn snd knees in a emooth, co-
ordinated (fashion) msnner.

GM 03 MWalk To move from plece to place.

M 08 Step or Jump (wer obataclss with both fest without fallinJ

GM 05 Throw or pitch Small obieots into or at a target with
reasonsble eccurecy.

GM 06 MHanipulate three-dimeneicnel | Ueing emcoth coordianted movements with a

materiale minimum of dropping and fumbling.

GM 07 Reach In any direction by extending arme and hande
to meet object.

GM 08 Bend ey bouiog downward end forwerd at weiet
without bending knees.

GM 09 Kneel And maintain balance without aid of another
pargon,

GM 17 Stoop And aaintain belence by bending lege and
spine without aid of anothar peraon,

GM 11 perform manipulative taeske

(VESEP 11, Mt, Plessant, MT:
Education, 1974,)

Using erm and l mus~les in a coordinated
faeh?on to oper ate levere, pedsls, switches,
ete.

Vocational=-Technicel tducation Service, Michigan Department of

"6 3nbiy
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detailed, field testud, reliable visual demands job analysis that focu-
ses on Jjob and training modification has yet to be dev=loped.
Resources have been identified whi~h may provide assistance to coun-
selors and vocational evaluators in wunderstanding job and training

requirements so that the vocational evaluation process may be imple-

mented more effectively,
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THE PROCESS OF VOCATIONAL
EVALUATION AND THE
ROLE OF WORK SAMPLES

Introduction

Vocational evaluation involves an intensive quidance/assessment
process in which individuals explork jobs, are assessed, and develop a
specific vocational objective., Vocational assessment begins with more
general assessment techniques and proceeds through the use of work
samples, situational assessments, and job try-outs. It concludes with
the determination of the most appropriate occupation or training for the
visually impaired individual and recommendations for rehabilitation or
educational services., Occupational exploration and vocational coun-
seling are used throughout the vocational assessment (Nadolsky, 1972;
Peterson & Hill, 1982),

In an effective program of vocational evaluation, professionals
gain information that helps them in working with clients., Visually
impaired people benefit directly in that they understand more about the
world of work and their ability to function in it; their self concepts
often Iimprove with successful experiences, and their behavior may
improve as they understand why school aand rehabilitation training

programs can be useful to them in getting a job. If these ocutcomes are
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to occur, several principles must be observed,

1. Vocational evaluation must be individualized for each visually
impaired person,

2. Vocational evaluation should occur in an environment that is as
similar to the working environment as possible. Using work
camples and other experimentally based techniques in voca-
tional classroom and rehabilitation training facilities can aid
this process.

3. Vocational evaluation must be implemented as a counseling and
guidance process in which the evaluation techniques are
discussed with the visually impaired person.

The resulting benefit for the visually impaired person will be recommen-
dations for the most appropriate job p1acement or vocational training
program.

Work samples are but one part of an individualized vocational
assessment and counseling process. They are used most often during a
concentrated vocational evaluation, but their use with visually impaired
persons s not limited to this period. Hork. samples can also be
employed as a single assessment technique to help confirm the progress
an individual has made in an education or rehabilitation program, to
provide information on which recommendations for entry into a specific
training program can be based, and to predict success on a job., Whether
work samples are used as an integral part of an intensive vocational
evaluation plan or as single assessment tools, their use should be based
on an individualized plan formulated with the visually disabied person

designed to assess the education, rehabilitation, or career needs of
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that individual.

Nadolsky (1972) has described a process model of vocatfonal evalu-
ation in which a client first participates in a sequence of general
assessment procedures, moves to a sequence more specific to anm occupa-
tional cluster, and finally ends with the appropriate vocational objec-
tive. A variation of Nadolsky's model is fllustrated tn Figure 10. This
model provides a descriptive picture of the vocational evaluation pro-
cess found to be most effective by practitioners. It provides a.guide-
1ine, however, that may be adapted to {ndifvidual needs; a key to
effective vocatfonal evaluation is the individualized utilization and
sequencing of vocational assessement and exploration techniques based
upon the needs of the clfent. Toward this end an individualized voca-
tional evaluation plan that specifies what information is needed and
what assessment and exploration techniques will be used, {$ developed at
the beginning of the evaluatfon process. Work samples are one useful
technique, and individual work samples are used based upon their per-
ceived usefulness for that individual. This process of vocational eval-

uatfon fs summarized below.

Referral
Referral to a rehabilitatfon facility or vocational evaluation
center is the first step. The Vocational Evaluation and Work Adjustment
Association (VEWAA, 1975) states that referrals are made for vocational
evaluation or assessment services when ft is not possible to:
(1) establish vocational or educational goals,

(2) det. ~‘ne the {individual's skills, aptitudes, and f{nterests,
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Figure 10. Vocational Evaluation Process Model

T.0 [ U y.0 [ 3.9 [ 5.0 [
REFERRAL & INTAKE, GENERAL GENERAL APT. SPECIFIC Jo8
PREPARAT ION t{g‘nm 10N, TESTS WORK SAMPLES WORK SAMPLES

6.0 7.0 i u.u i 3.0
BEHAY IORAL | JOB/CLASS COUNSEL ING/ REPOR)/
 ANALYSIS _—[ 1;;; 1 _FEEDBACK FOLL OW-UP

1.0 REFERRAL: referral interview; review of referral information; client, pearent
preperation.

2.0 INTAKE/ORIENTATION: orientation to ssseasment; intake interview; establish
individual sssessnent plar.

3.0 GENERAL TESTING: additional paper snd pencil tests if needed.

4.0 GENERAL APTITUDE WORK SAMPLES: dexterity/coordination teots; physicel ekills;
accupational exploration yie media, group
discussion, etc.

5.0 SPECIFIC JOB WORK SAMPLES: assessment on work semples releted to specific jobe
jobs/cereer areas of specific training progrems;
continued occupational exploration.

6.0 BEHAVIOR ANALYSIS: betg::ior obaervation and analysia in e controlled work
eott ing.

7.0 J0B/CLASSROOM TRY-OUT/DBSERVATION: besed on above results, jobs or training
programs will be aelected for a brief
try-out periecd for obeervation of ability
to perform thera.

0.0 COUNSELING/FEEDBACK: telk with client to consider plens, recommsndations,
end needa. A formel staffing occure if poesible.

9.0 FOLLOW-UP: follow-up of putcome with sn individuel relstive to recommendstions.
Summary report to teecher end parent. Complete vocational evelu-
ation report.

(Nedeloky, 1972)
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and/or

(3) evtablish a reasonable course of action for individuals with
martiple functional disabilites (VEWAA, 1975).

The type of visually impaired individual referred to a vocation evalu-
ation or assessment services center 1s usually one with the most
severe disabiliities. This {s due to the fact that the referral agent
needs assistance in establishing a vocatfonal or educatfonal goal, fin
determining the individual‘s skills and aptitudes, or in establishing a
reasonable course of action. 1In rehabilitation settings, the decision
to refer is usually the responsibility of a rehabilitatfon counselor.
In educatfonal settings, spectal eJucation teachers usually inittate

referrals for vocational evaluations.

Client Preparation

After referra’, it {s important that the visually fmpaired person,
his or her famfly, the school, and/or rehabflitatfon personnnel
understand and are prepared for the vocational evaluatfon process. Each
person involved must be informed of the date, location, and purpose of
vocational evaluation,

Prenaring visually impaired individuals to participate in the voca-
tional evalatuion process ts critical. 1f an {ndividual {s to cooperate
and be motivated to functfon at his or her potentfal, then he or she
must understand the purpose of the vocational evaluation and must know
what to expect. The vocational evaluator should be aware that some
individuals are afraid or are resentful of being tested or evaluated.

There are a number of ways a vocatfonal evaluator can reduce these
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fears and feelings. An orientation prepared in prinf, large print,
braille, or audio-cassette can be mailed to the referral agent and the
visually impaired person prior to a visit to the vocational evaluation
center. The referral agent should discuss the orientation booklet and
the vocational evaluation process with the client and his or her family
and teachers. A visit to the vocational evaluation center should then
be sCheduled, if possible prior to beginning the process.

While visiting the vocational evaluation center, the client should
tour the facility. If at all possible, the "tour guide" should be the
vocational evaluator with whom the visually impaired person will be
work ing during the vocational evaluation. The client should be given an
opportunity to observe how work samples and other assessment techniques
are used. He or she should be encouraged to talk with other visually
impaired persons already participating in the same evaluation process.
The vocational evaluator may wish to spend some time interviewing the
client so that a basis for rapport between the client and center staff
can be established. Ouring this interview, the client and his or her
family may have additional questions.

In a residential school setting or a public school program for the
visually impaired student where students are referred as a group or as 2a
reqular event in the educational program, it might be useful if the
vocational evaluacor were to meet with teachers to explain the purpose
of the vocational evaluation, to describe the services of the center and
to discuss how the student and teacher might benefit from the students'
participation. Following these meetings, the vocational evaluator

should schadule a meeting with students and their families so that the

6.
46




points covered in eariier meetings can be addressed. Publications about
the center and the vocational evaluatfon in print, large print and
braille should be distributed as well. An audfo-visual tape slide
program might enhance the discussion for parents and some partially

sighted students.

Orientation/Intake

One of the most important steps in vocational evaluation is the
establishment of rapport between the visually impaired client and the
vocational evaluators so that these two can develop an individualized
vocatfonal evaluation plan in as efficient a fashion as possible.
Rapport can be established during the intake interview and in later
meetings with the client. [If groups of clients are scheduled, some
additional work can be done by the evaluator in a group meeting to
establish rapport.

Usually several clients will be involved in the vocational
assessment proc2ss at one time. Having peers helps clients to feel more
relaxed and less threatened. Usually the vocational evaluator will meet
with the group and explain in detail what tne schedule will be during the
evaluation process. It must be made clear to the visually impaired
clients that they can not “fail" the assessment. A positive tone fis
important, as is fllustrated:

"We are here to help you find out what jobs you want to do and can
do. We will work with you so that you can make plans to get

training for a good job. You can't fail the tests that we give.
They are only to help you and us decide what job you want to do and

can do."
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Intake Interview

One individual interview should be held at the beginning of the

vocational evaluation process, The goals of this interview are several:
(1) to establish rapport with the client; (2) to gain information con-
cerning the <client's personal vocational interest and goals, socio-
economic background, and self-perceptions of abilities; (3) and to

develop a tentative individualized vocational assessment plan.

Admission Staffings

After the initial interview, a pre-evaluation or admission meeting
is often held. In these case staffings, the client is discussed by the
various professionals who will be involved in the vocational evaluation.
Typically, the vocational evaluator has the responsibility for coor-

dinating and monitoring the vocatfonal evaluation process.

Individualized vocational assessment plan

Based upon a review of referral information, the initial interview,
and input of appropriate staff, an Individual Vocational Assessment Plan
(IVAP) fs developed; This plan specifies questions to be asked,
assessment techniques to be used, and staff responsible, Figure 11
fllustrates a form useful in documenting such a plan.

The key to fndividualized pilanning for vocational assessment 1ies
in identifying questions about an fndividual that need to be answered.
The most complex skill §n effectively using work samples in vocational
evaluatfion is knowing how to fdentify what needs to be known about an

individual, A standard work sample battery given to all clients, while
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administratively convenient, qenerally will not meet the individualized
needs of the visually impaired client. This is particularly true with

task, learnina, and job modification approaches to vocational evalu-

ation. Work samples should be given as well to answer specific questions
and needs which have been identified.

The process of vocational evaluation is one of continued hynothesis
development and testina until conclusions are reached concerning the
vocational potential and needs of an individual (Pruitt, 1977).
Conseauently, the plan may change as the vocational assessment process
progresses. However, the development of an initial plan is a positive
step to assure that the needs of the visually impaired client are met
dur inag the vocational evaluation.

Additionally, vocational evaluation often involves several pro-
fessionals who may use particular observational or assessment tech-
niques. The vocationa] evaluator may coordinate the assessment
activities of vocational instructors, orientation and mohility spe-
cialists, rehabilitation teachers, workshop supervisors, etc. Fioure 12
shows an example of recording the questions, method, staff, assiqnments,

and results obtained during the vocational evaluation.

Implementation of Vocational Evaluation
Once the vocational evaluation plan has been developed, a number of
methods desioned to snswer the assessment guestions mav be implemented.
Different staff members may be involved in this process. Accordino to
the process mudel used in vocational evaluation, the assessment methods

will move from deneral to specific, and from methods least like the work
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environment to those most like ft, Assessment of functional living
skills, vocational counselina, and client and staff feedback .an occur

throughout the assessment Process.

Feedback and Staffing

Vocational counseling and feedback accurs throughout vocational
assesswent, However K f{t fs cructal that a counselina interview be held
with the client at the end of the comprehensive vocational assessment
process. This should occur no matter what schedu'ing or administrative
arrangements are used. The vocatfonal evaluator should discuss the
results of the vocational evaluation bprocess with each {individual
client.

A staffing in which the results of the vocational evaluation are
discussed will be held at the completion of the assessment Drocess.
Conducting a staffina with teachers, clients, and/or families at the
completion of the vocational evaluation is important because the fin-
dings are "fresh" at that point and can effectively influence the devel-
obment of a useful Individualized Education Plan or Rehabilitaiton Plan.
If such a staffing is not immedfately vossible, specific procedures must
be developed by the school r'istict or rehabilitation aaency to {fnsure
that the vocational evaluation recommendations are used in DPlannino

future reh.; ;i11itation services.

Reports and Comminication
Vncational evaluatinn results must be used in develobping the reha-

bilitation or educatfon plan with the client. Yhe evaluator must write




a report that clearly, concisely, and coaprehensively details the
visually impaired persons's abilities and needs. The following type of
reports may aid the process of communicating results:

(1) A comprehensive narrative report,

(2) A one-page summary with dimplications for counselors or

teachers, and

(3) a one-page summary for the client and family members.
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APPROACHES TO THE VOCATIONAL
ASSESSMENT OF VISUALLY
IMPAIRED PERSONS

Professionals in rehabilitation are concerned that visually impaired
people be assessed vocationally so that a clear and valid picture of
their vocational potential, skills, learnina style, and needs may be
obtained, An individualized process of vocational evaluation described
previously 1s crucial in reaching this goal. However, the manner in
which vocational evaluation is implemented depends greatly on how it is
conceptualized. This chapter presents an overview of some of the major
approaches in the vocational assessment of visually impaired people and
issues related to each, It should be noted that while these approaches
are presented separately, the approaches may and often are used together

in the vocational evaluation process.

Trait Approach to Vocational Assessment
This approach is the basis on which psychological and vocational
aptitude tests have been developed since the early 1900's., The approach
assumes that:
1. individuals possess characteristics (often called aptitudes,
personality traits, interests, temperaments, physical a.Lili-

ties, and other factors) which are relatively siuble across




time and across situations or environments.

2. different occupations require different degrees and tyve of
traits which can be determined through job analysis.

3. traits of individuals can be measured and compared with the
trait requirements of jobs. A job or training program is con-
sidered appropriate when the job or training program require-
ments match the individual's characteristics.

Since the 1930's the Department of Labor (DOL) has conducted exten-

sive investigations and analyses of occupations to identify both the
tasks performed in jobs and the traits necessary to perform these tasks.

This information is published in the 1977 edition of The Dictionary of

Occupational Titles and in private publications (McCrosky, 1981, Field

and Field, 1981). The traits identified by the Labor Department
include: (1) worker functions; (2) qeneral educational development; (3)
aptitudes; (4) work conditions; (5) physical demands; (6) interests; and
(7) temperaments. Each of these traits can be rated numerically
according to the degree of a trait required. Ffor example, one of the
physical demands (strength) identifies the amount of weight that can be
lifted by an individual. The strength factor ranges from sedentary
(1ifting 10 pounds maximum) to very heavy work (1ifting more than 100
pounds).

Aptitudes defined by DOL include: general intelligence, verbal,
numerical, spatial perception, forms perception, clerical perception,
motor coordination, manual dexterity, color vision, and eye-hand-foot
coordination. These aptitudes are rated on a 1 to 5 scale with "1"

representing the highest ability level. The DOL has listed the physical
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ability o seeing as either present or not present and defines seeing as
obtatning {mpressions through the eyes of the Shape, <fze, distance,
motion, color, or other characteristics of objects. The major visual
functions are defined as follows {Department of Labor, 1977):

1. Acuity. Far-clarity of vision at 20 feet or more, near-clarity

of viston at 20 inches or less.

"™y
»

Depth perception--Three dimensionai vision. The ability to

judge distance and spacial relationships so as to see objects
where and as they actually are.

3. Field of vision. The area that can be seen up and down or to

the right or left while the eyes are fixed on a given point.

4. Accommodation. Ajustment of the lens of the eye to bring an

object into sharp focus. This item fs especfally important
when doing nearpoint work at varying distances from the eye.

5. Color vision. The ability to fdentify and distinguish color.

The Dictionary of Occupational Titles (DOT) (U, S. Department of

Labor, 1977) lists 12,099 job titles which have been analyzed by the
DOL. Job analyses have been performed on these jobs to determine the

p;esence and/or level of each trait and published in The Classification

of Jobs According to Worker Trait Factors (Field & Field, 1981), and The

Encyclopedia of Job Requirements (McCrosky & Perkin, 1981). The result

fs a “"qualifications profile" for each job based on a numerical coding

system. Figure 13 presents an example from The Classification of Jobs

According to Worker Trait Factors (Field & Field, 1981) that {llustrates

coded qualifications profiles for several jobs.
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Aptitude Tests

Along with efforts to analyze the traits and characteristics
required of workers in fobs, there has been an effort to measure the
dearee and presence of these traits. A number of aptitude tests have
been developed to measure both single or multiple traits. The most fre-
guently used multiple aptitude tests are the Differential Aptitude Test
(DAT), the Armed Services Vocatisnal Aptitude Battery (ASVAB), and the
General Aptitude Test Battery (GATB). The GATB was develpped for use by
the U, S. Employment Service and has been more extensively studied than
any nther aptitude test. Penci: and paper tests such as the £ruce Test
of Sales Aptitude have also been developea to measure a single or speci-
fic aptitude.

Performance tests have been used in recent years to measure physi-
cal or skill traits required on the fob. These tests include measures
of dexterity and coordination such as the Crawford Small Parts Dexterity
Test and the Bennett Hand-Tool Dexterity Test as well as work samble
systems, Trait oriented work samples have been developed in which work-
1ike tasks have been used to measure specific worker traits and aptitudes.
For examble, one work sample in the JEVS system has been desianed to
measure spatial aptitude. This trait is measured by a task or work
sample which requires the evaluee top assemble pipes accordina to a
drawina, Large print, embosSed diaarams, or CCTV may be used to adapt
this technique for visually impaired persons. Several commercial work

sample systems have heen Specifically develobed to measure aptitudes and
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traits., These systems include:
1. The Jewish Employment and Vocational Services System (JEVS)
2. TOWER
3. Micro-TOWER
4, The Hester Evaluation System
5. the VALPAR Component Work Sample System
6. the McCarron-Dial Work Evaluation System

{See Chapter 9 for a review of these Systems,)

Worker Trait-iob Matching Systems

Specific aptitude tests, such as the General Aptitude Test Battery
(GA1B), have been related to the worker traits as defined by the
Department of Labor., Several individuals have developed a procedure to
use a variety of tests, work history, and other information to develop a
worker trait profile for an individual that may then be matched with
aptitude requirements of iobs as analyzed by the Department of Labor.
McCrosky and Perkins (1981) and Sink and Field (1981) have developed two
similar worker trait anproaches based on the DOL trait system, The
worker trait-iob matching process involves several steps that are sum-

mar ized helow:

1. ldentify a worker trafit profile for the individual beina
assessed,

2. Compare this profile of the individual's traits with the trait
requirements of the ijobs as published in the Classification of

Jobs (Field and Field, 1981) or Encyclopedia of Job

Requirements (McCroskey, 1981),

3, Based on this comparison, recommendations for {iob training,

placement or other services may be made,
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To implement the process several resources are needed. These include:

(1) Dictionary of Occupational Titles, (2) a publication or computer

based system that lists qualifications profiles of jobs, (3) the

Handbook for Analyzing Jobs, and (4) a worker trait profile worksheet.

Computerized matching systems of assessed worker traits and job
requirements are used by an increasing number of work testing systems
(Hester and McCarron-Dial), and micro-computer based Jjob matching
systems are becom.ng increasingly available. With these, a numerically
coded worker trait profile based on DOL procedure is developed that
describes the abilities and interests of the person. This profile is
entered into the computer. A match is made between the worker profile
and job requirements profiles stored in the memory of the computer. A
print-out of the matches is then readily available.

The process of developing the worker trait profiles for an indivi-
dual involves several steps depending upon the individual's background,
and how test results are used. Past job history and test results are
converted into numerical worker trait ratings. If a change in certain
worker traits has occurred, (due to an industrial accident, for example)
an estimate is made about the present functioning of the individuai.
The procedure for making this estimate follows:

1. Identify past job; held by the individual and the worker traits

required on those jobs. This is done through complete work
history, identification of 00T numbers for past jobs, and

determination of worker traits via the Classification of Jobs

Manual (see Fiqure 13).




Figure 13. Example from The Classification of Jobs According to Worker Trait Factors.
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2. Use tests, work samples, situational assessment or other voca-
tional evaluation tools to provide further determination of
aptitudes and worker traits.

3. A profile on the individual's worker traits is developed. At
this point a worker trait worksheet will be full of numbers
representing worker traits demonstrated by the individual on
past jobs, tests, work samples, situational assessment, etc.
The evaluator should then look at trait ratings in each column
and identify the rating for the highest skill level, This
number should be listed at the bottom,

4, Compare the worker traits of the individual with the required
worker traits for various jobs as published in the munual:

Classification of Jobs or Encyclopedia of Job Requirements.

Problems with the Trait Apprbach

There are a number of problems in uSing vocational aptitude testse-
even work samples--with visually impaired persons. Most aptitude
tests--GATB, ASVAB, DAT, etc.--are timed tests which may put a visually
impaired person at an unfair disadvantage. Most of the norms against
which the performance of a visually impaired person would be compared
were developed on a siahted population. The issue here is not whether
or not a comparison of a visually impaired person with sighted persons
is appropriate since the visually impaired person will have to compete
in the marketplace for Jjobs with sighted people. The issue is whether

or not it is appropriate to assess a visually impaired person's aptitude
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level using a test #hich assumes the evaluee to have normal vision.

Problems alsp exist with the 1imited physical demand information on
the job qualifications profiles. For vocational evaluators assisting
visually impaired persons to learn about jobs or designing work samples
to help these individuals make better career decisions, a'rating of the
sight requirement as “significant" or "not significant", as used in
DOL's worker trait profile, leaves out information needed about the
visual demands of a job., Additionally, a number of jobs listed in the
DOT as requiring vision are successfully performed by totally blind
workers, Examples include the job of sewing machine operator and that
of occupational therapist aide.

Another difficulty in the use of the traits as defined in the DOT
is the lack of occupational specificity in the traits. For instance,
the DOT traits have relatively 1ittle emphasis on people skills that are
required on many jobs. This lack of occupational specificity is a
result partially of the difference between the DOT's need to develop a
classification of worker traits that can be applied te all occupations
in the United States and the need of employers and professional groups
tc more specifically determine th~ traits needed for specific jobs and
the traits needed to adequately assess a specific individual. A recent
evaluation of the DOT has questioned the worker trait structure; it has
recommended that the job analysis techniques and the way worker trait
structure is defined be reconsidered in future editions (Miller et, al,
1980} .

Another concern is the way aptitudes and traits to be measured are

conceptualized, For example, in some jobs some different traits and
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characteristics may be required for a visually impaired person to per-
form a job than may be required for a sighted person. Such tratts and
characteristics important for blind persons may not be tdentified fn a
test designed for the Sighted. Consequently, a blind person may be
assessed for traits that are less important and not assessed for those

that are critical for his or her successful job performance.

Traits and Visually Impaired Persons

In a 1975 national conference on the use of work samples with the
blind {Bauman, 1976), the following traits were regarded by the con-
ference participants as important traits to be considered in the devel-
opment and use of work samples with personS who have Severe visual
impatrments: kinesthetic memory, spatifal relations, imaginq ability,
auditory discrimination, sound localization, tactile discrimination,
physical orientatfon, and equilibrium. Richtérman (1982) 11ists 62
traits or work abilities which need to be addressed in the development
of work samples used to evaluate the work potential of individuals with
visual impairments (see Figure 14,) Addftional research concerning
traits especfally important for blind persons in different types of work
needs to be implemented.

The trait approach to assessment of the vocational potential of
visually impatred persons has been reported by Richterman {(1982), who
described a series of research and development efforts undertaken by the
Natfonal Industries for the 81ind (NIB) at fts national demonstration
sheltered worksShop, Royal Maid Assoctation for the Blind, Inc.

(Hazlehurst, MS). Richterman states that NIB has developed a work abil-
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Figure 14. Traits for work potential evaluation.

WORK ABILITIES
Conatructive hginatlm--tho ehility to synthesize ths components of en object
gho

so a8 to obceln a correct concept by relating some of components of the
object to ite function.

amapt,ang¥ %f Responaib llltf--t.he willingnese to sbide by eatablished work
reguletions and general work procedurees in s cooperetive, agresseble, and
mature manner.

Indepsndent Action=-the dc?ree to which an individusl requires supervision and/
of :nat.long[ support from others in order to successfully complste his
work.

debility~-the degres to which the person adheres to time demends. Dsily
attendance and punctuel ity would be indicatora of dependability.

Initietive--the degree to which the person i @ asl f-starter and shows the
%ﬂit; to orgsinize his work in such = way g8 to be @8 pel f-reliant as
poseible.

Drens _end Peraonal Hygiene--the degree to which the person maintaine his outer
appearence ang pereon by accepteble standards for s given eitustion.

Worker Sel f-Cuncept--the individual’e verbaelized report of what he thinke of
himeelf as a productive employee.

Frustretion Tolerence--the degree to which the individuel cen cope with his
enxietlva and channel his energies into productive work areass.

Reaction to %;uiglgn--the menner (cooperative, peesive, sggrsssive, aggressive-
passive) in which a peraon reaponds to criticism focused upon improving
his work performence.

Reaction to Prajse--the mannar in which the client reaponds to preise.

Resction to Authority-=the manner in which the individual rescte to supervisory
pereonnel In the work sstting. Cooperstivensss.

Reaction to Co-Workers--the person's reection to peers of both gaxes.
Modulation end Projection of Voice--the 8bility to 8peak with proper enun-

ciation, volume, and voice tone.

Posture--the ability to hold the¢ body in a socislly spproved manner without
evidence of ineppropriste posture or "blindisms."

Feciel Exgrﬁslm--the ability to maintain pleasant and appropriste expreesione
in dealing with others.

Sense of Humor--ths peraon's genersl chaerfulness and his ability to respond
to humorous situatione end sctiona, sven st his own expenae.

Socis) Conduct--the epproprietenesa of g perason's behavior in interpersonal
telectlonehipe {individual or group), including teble conduct and menners.

Leaderahip Eﬂ:lﬂsl'l"t’h" degres to which the individual appropriatsly sseerts
himself end/or ia dominent in group situastions guch 88 teem tedke.

Mot fvat ior (Work Attitude)--the degree to which one invests himaelf emationally
and phyelcelly In his om vocational rehabilitation progrem.
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Continuation of Figure 14.

ORIENTATION AND MOBILITY

Phyeicei Orientetion--the ebility to find end keep one’s auditory harizon end to
diacern the iccation of end the relalonahip between points of reference.

Sound Location--the ebility to determine the direction and diatance af the
source of sound in relstion to poaition of the bady.

WORK PERFORMANCE

Work Quality--the degree of eccuracy and edherence to quelity control atenderds
demonstreted by a person’s work.

Ability te Use Hand Toois--the ability to correctiy select, use, and care for
end toola.

React ion Adeptebility to p Mgchinery-«the ability to contrel or avercome
one's fteer of powsr machinery, end to ﬁevalop e tolerance for noiees, and g
aofety ewarensas for posgible hazerde of sald squipment.

Reaction to Var%gﬁa Type Materisls and Work Conditione--the ability to tolerste
materiale work conditions hormelly considered undesirable.

Care gnd Use of Equipment--the ability to properly use end/or operste hand and
power equipment end to perform the necessary maintenence eervices.

Time and Motion Econom{ Conagioyengea-~the ebility to maintein swarensss of
efficient pro on methods end to use a emoothly flowing work rhythm.

Safety Awarenega--the ability to msintain awsreness of hezarde within the area
oand to retaln knowledge concerning ell appropriste aafety regulations.

Orderll?ea%--tho ability toc meintain one'e work end work atetion in a neet
effective manner. '

Applicat ion to Work--maintsining a suatained effort despite internal and/or
external interfering fectors, and the degree to which the individual le
able to effectively channel his energies intc productive work.

Matarial Control--the ability to meintaln the appropriste direction of verious
types of raw materials durfng processing by hand end power tools.

BASIC MATH SKILLS

Counting Ability--the abiiity te correctly end repitively count te 100 end
eaignate individuel items for each number.

Measuring Ability--the ability to correctly determine unite of linear measure.
ment through the uee of a bretlle or regular ruler, to detarmine we’ jhts
through the use of a acale, snd to determine unite of time through the use
of either a breille or requler clock.

Numacical Ability--the ability to perform basic mathemsetlc.l operstions (edd,
sybtract, multiply, divide) and to perform basic concepta such ee making
change.

LEARNING STYLE AND ABILITY

Learning Abllity--the thocoughnesas and facility with which knowledge ia
acmqiired and abilitiea are develaped.

Following Written or Broflle Inetructione--the ebiiity to appreciete and retein
written or braille inatructiona.

Following Verhal lmatructigne-- the ability to asppreciste and retein verbel
inatruct iona,

fnllowing a Model--the ability t: constcuct an abject by examining the ab fert
mndel ,

Kineathetic Memary--the ability Lo eppreciate and retain proportion, diatence,
and contour by touch.
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Continuation of Figure 4.

Mgmgry for §%gumce nf_Operationa--tha 8bility to follaw routinely the
appropriece aequence oF aEap& in @ complex oparation.

Ratunt ign--the ability to pressrve knowledge and develop nbility ac g6 to make
recall end recognition pomaible and relearning esasier then learning new
material.

Reasoning Ability--the ability to make judements ot deciatons independently
aind wILh a ressonable amount of acrurascy.

Recognizing end Cera%tinq Erroia--tie 4bility to diatinguiah an errur in one's
work gnd the ¥ to Initiste correctiva neasures.
VISION

Ability to Usa Reaidual Visic.-~the ability to make the moat affective uua of
the residual violon In combination with eli of the remeining gences.

PHYSICAL-PERCEPTUAL CHARACTERISTICS
finger Dexterity--the ability to move a finger or fingera purposefully.
Manual Dexterity--the ability to move one or both hande purposefully.

Tactile Strength--the degres to which o person cen utilize ie hand end Finger
s ung%a.

8i manual Coordination--the ability to move both hends so as to maintain any
desired relationahip between ihem.

Eye-Hand Coordinet ton--the ability to move one of both hands to a point focused
upon the eyes when the person possosses usable viaion,

Hand Food Coordingtion--the ability to wove the handa snd fest in eny combi-
nation ao a8 to maintain the deaired relationohip batween them.

Genaral Coordination--the ability to move various parta of the body simulton-
esounly 8o @3 to meintain eny desired relationship between them.

Size %tjcréminatgm--tha ability to distinquian tha differenca in sizes of
m ’.

form Uiscrimination--the abilitv to distingush the difference in formas of
ob Jecta.

Cnloe Dissriminat’on--the ability to diatinguish the diffsrence in basic
colors and Thalr shadings when the psracn possesses ygable vision.

Iactusl Porceptiin--the ubility to distinguish temperature, texture, and con-
tour by touch,

Lifting Jolecance--the ability to 1ift varioue emounta of weight end to be
sutcaanlully able to work with these waights over prolonged periods.

Cacryirg Toletsncs--ihe capacity to ce-ry verious sized obje ‘te with various
woighta and to ba ghle to auccesafully do this for prulonged periode ot

tme.

Aendinq Tolerancs--the cepacity to bend tne body for extended periode.

Sitting Tolarence--the capacity to work in a aitting poa-tion for extended
perloda.

Stending Tolerence--the cepucity to work in a etanding poaition for extended
periode,

Fush-Tull --the capecity to either push or pull, with the arms and/
of 1.8, objecta having varioua resletant forces over extended periode.

Richtermen, i982.
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ities approach to the vocational evaluation of b.ind and visually
tmpaired persons. With this approach, the evaluator uses the concept of
work abilitfes as a special application of the trait approach to voca-
tional assessment. Jobs are analyzed to determine work abilities
required; the individual 1s assessed with strong emphasis on the use of
work samples, and an appropriate match s made. With this approach, a
vﬁcational evaluator will yse vartious psychometric {nstruments and work
tasks to evaluate a series of work abilities that are considered impor-
tant for success, This approach was developed by NIB as ft began to
empioy more multi-handicapped blind persons in the workshops and as ft
began asking these same individuals to produce more varfed products.
Consequently, the work abilities measured by the NIB approach focus most
directly on jobs available in sheltered workshops and on similar jobs in
compatitive industry.

Vocationa! evaluators who elect to use a trait approach in voca-
tional evaluatien will need much more specific information than is con-
tained in the DOT or fts supporting matertfals. These evaluators may
employ additional resources such as:

1. descriptions of jobs and methods of doing jobs held by visually

impaired persons;

2. professidnal 'iterature by various unions, trade socfeties, and

other groups concerning important worker traits;

3. Project VESEP (described above) and other studies that identify

entry level skills for vocational training;

4, physical demands job analyses that can be implemented locally;

and
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5. job modification and adaptation studies.

Task Approach to Vocational Assessment

To some degree, all procedures of vocational evaluation include
elements of the trait approach. Since the trait approach tends to focus
sn  abstract or theoretical traits (e.g. kinesthetic memory and
reasoning), the vocational evaluator as well as the visually impaired
person often does not know if the person car perform the actual tasks of
a job., However, there may or may not be a relationship between job task
performance and wue , nssession Of worker traits fdentified as job per-
formance requirements, An_ 1ind.vidual may possess the general worker
traits as measured by an aptitude test, for example, but may not be able
to perform the job tasks (see Figure 15). Through the vocational evalu-
ation process, an individual may be found to have the required general
intelligence, verbal aptitude, and other skills required of welders, but
he or she still may not be able to perform the job tasks for a number of
reasons, including 'ack of training. Additionally, the particular traits
defined and assessed by the DOT inay not be the most significant ones
required by a job. For example, the possesssion of human relations
skills is nut identified as a trait by the DOT; it is critical, however,
in the job performance of a person employed as a rehabilitation coun-
selor, for example.

Due to these kinds «f shortcomings, the task approach to vocational
evaluation was developed to measure a person's abflity to perform job

tasks. The task approach uses techniques that "utilize work, real or
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Figure 15. Relationship of aptitudes to tasks

Example: TASKS GIVIN[SIP|W|KIF|M]C
Production Line
Welder
819-684.010 Turns valves to
relesse ggs and
oxygen

Clamps ceble ontd
work

Strikes are

Guides electrode
slong horizontal
weld line

Note: 1f you cen do & task, you also have the aptitude,
But, you cean have tested aptitude for something end
atill not be able to do the task,
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simulated, as the focal point of assessment® (VEWAA, 1975). These tech-
niqgues include work samples that use the tasks, tools and materials of
actual jobs or clusters of jobs., Additionally, situational assessment,
the systematic observations of worker skills and behaviors in actual
work settings, has been {increasingly used to assess the ability of a
disabled person to perform a job. 1In other words, the performance of
actual job tasks has been used, not only to assess more general work
traits, but to determine an {individual's ability to perforw the tasks
and use the skills assuciated with a particular job or group of jobs.
The assessment center movement in business and industry is employing the
task approach in the asssessment of technical, managerial, and pro-
fessional personnel. Thorton and Byham (1982) claim that task
assessment is much more effective than the trait oriented selection pro-

cedures of the past.

Present Performance Approach

Most vocational assessment focuses on developing a profile of an
individual's present skills which, when compared with the current
requirements of jobs, can be used to recommend job placement or training
and other services that are designed to improve skill levels. The focus
may be on efther task or trait assessment as outlined previously. When
the discrepancy between the desired skill level and present performance
is not too great, or discrepancies do not occur in too many areas,
training, skill development, ccunseling, or medical services may be
recomnended. However, if discrepancies are great, another vocatfional

choice recommendation may be made.
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Assessment of present skills can be very useful when the result fs
a specific set of recommendations that can be easfly translated into
fnstructional, training, or counseling objectives. Too often, however,
techniques used in present skill assessment do not have the same focus
as fnstruction and training. The result is vague recommendations for
"work adjustment training,* “training in grooming," etc. with the spe-
cific assessment of skills levels being left to an fnstructur or coun-
selor. For instance, an intelligence test measures present performance
related to fntelligence. However, very 1ittle use can be made of the
results in terms of prescribing instruction. On the other hand, if it
is known that a client wants to be a plumber, and a task orifented work
sample indicates he cannot presently identify and use a pipe wrench,
this informatfon can be very valuable in prescribing specific tnstruc-
tion. 1f, however, results from the same work sample are expressed only
in terms of the percentfle scored, this again is information that can
not be easily used to prescribe specific intervention techniques.

Halpern and lrvin (1981) have developed a model of assessment that
fs intended to make assessment as instructionally relevant as possible.
They entitle their model “Program Relited Asse .nent," which is defined
as "the close relatfonship that exist; between the measurement of client
strengths and weaknesses and the delivery of appropriate services in

response to such functional assessment." The model has several steps:

1. Select content areas of concern--0n the broadest level, voca-

tional skills, work behaviors, independent Tiving skills, etc--

each of these may be additfonally divided.
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2. Select assessment instruments to be used. Care must be taken

to select instruments that provide instructionally relevant
information, [Irvin and Halpern (1979) have reviewed a variety
of program related assessment instruments useful for retarded
persons. Some of these may be useful with multihandicapped
blind persons as well.

3. Measure current performance--the actual assessment process.

4, Determine need for service., An analysis of the discrepancy

between the requirements of the job (or other environments) is

analyzed and a determination made if service is needed.

5. Determine service priorities--describe which skills are most

important.

6. Develop goals and objectives.

7. Implement and monitor programs.

8. Evaluate program outcomes.

9. Close services or develop new plan.

Yeadon (1978) has published a listing of instructional objectives
to teach daily living skills to persons with severe visual impairments.
This listing could be used as the basis of the pre-vocational assessment
program of a visually impaired person's present daily living skills.
Specific recommendations for an independent living training program
could then be made by a vocational evaluator after assessing current
daily living skills level, thereby linking the vocational evaluation

process to a training or instructional process,
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Learning Assessment Approaches

Present performance assessment can determine whether or not an
individual possesses a specific skil' and what skills need to be
learned. However, only limited information can be gained concerning
whether or not an individual can learn a task and what instructional or
counseling approaches will be most effective. Unfortunately, however,
present performance assessement is often used to predict the future
learning ability of an individual. For instance, if a person does
poorly on a plumbing work sample or a spatial aptitude test, it might be
concluded that he/she cannot become a plumber. This may not be at all
accurate. An individual may not have had experience and training in the
past, or their disability may have hindered their learning process. As
another example, if a vocational evaluator asks the question, "What
vocational skills does the mentally retarded, deaf-blind, or multihan-
dicapped severely visually impaired person have?", the answer 1S too
frequently known before the vocational assessment begins: "few to none."
Unfortunately, because an individual can perform few vocational tasks or
has few vocaiionally related traits, some vocational evaluators assume
the multihandicapped individual has little or no vocational potential
and recommend no jobs, career or vocational training, or daily living
skills training. Marc Gold (197%) and others, however, have used inten-
sive instructional techmiques to train severely retarded, multi-
handicapped persons to do tasks that few believed them capable of
performing.

Jsing only a present performance approach, there is the danger of

screening persons with special needs out of occupations that they might
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be able to do. When using this approach, several questions must be con-
sidered if the assessment is to be valid particularly with severely
disabled persons., Among the questions included are

® could the person do the task with an adaptive tool or slight

modification?

@ does the person have the abflity to learn the task or develop a

particular ski11?

@ what type of training or behavior change techniques will factli-

tate learning?

This type of approach to assessment has been termed "a& learning
assessment." Efforts have been made to develop a lear-‘ng assessement
approach for the vocatifonal assessment of disabled individuals (McCray,
n.d.; Bellamy & Snyder, 1976). This approach, as it {s currently con-
ceptualize., focuses on answering such questfons as “Can the individual
1earn?,* "At what levels of difficulty can the fnlividual learn?",
"What types of instructional techniques are most appropriate for this
individual?,” and "At what rate does this fndividual learn?"

While little work has been done with visually fmpaired persons in
the development of learning assessment approaches, some of the earlfest
work in the area {notably that of Gold, 1972), focused on teaching
multihandicapped blind persons to perform complex assembly tasks. Gold,
Horner, & Bellamy (1978) developed approaches fin which {ntensive
tratning was provided profoundly retarded individuals in vocationally
related tasks, They found that these tndividuals, given appropriate
teaching techniques with sufficient power, were able to perform tasks

with a great deal more complexity than anyone thought possible. Gold
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reported training deaf-blind mentally retarded individuals to do a
miltistep bicycle brake assembly. Other researchers and program develo-
pers (e.g., Rusch and Mithaug, 1980) have deveiined similar programs to
train mentally retarded individuals for placement in competitive
employment. The fact that most of the individuals in these studies were
found to have little vocational potential using assessment techniques
which focused on present skill levels by efther the task or traft
approaches has important tmplicatfons for the vocational evaluator., If
after an extensive and expensive vocational evaluation process a voca-
tional evaluator states that an individual cannot learn things that a
subsequent training program teaches him to perform, then the vocational
evaluation process used to assess multihandicapped blind people must be
carefully re-examined,

McCray (1979) and Irvin and Halpern (1979) have adapted learning
assessment approaches to vocational evaluatfon based on the work of Gold
(1972), McCray described clinical procedures for using work samples to
determine the learning style and ability of clients while Concurrently
assuring that evaluees adequately understand what they are to do before
being assessed on their performance on a work sample, McCray suggests
that a client perform part of a work sample up to a certain criterfa
level--for instance, three correct assemblies in a row--as a demonsira-
tion that he has an adequate understanding of the task. Once a client
demonstrates this level of understanding, he or she then will be asked
to perform the tasks of the work sample under standardized conditions.
A vocational evaluator can use different teaching techniques to ensure

that the client will learn to perform tasks required by the work sample,




Irvin & Halpern (1979) take McCray's procedures a step farther.
Learning tasks are used which measure the client's response to the
interaction of centent, task difficulty, and teaching technique (see
Figure 16), The Trainee Performance Sample (TPS) of Bellamy and Snyder
(1976) attempts to predict the needed levels of training resources
required by such individuals. According to Irvin and Halpern, the TPS
can be used to:

(1) recommend teaching/training techniques,

(2) identify need~d staff resources, and

(3) indicate the difficulty level of tasks that can be learned by

an individual given use of certain training techniques and time
in training.

While these kinds of learning assessment procedures with work
samples were developed primarily for use with mentally retarded people,
there are important implications of the application of these concepts
for vocational evaluators who work with visually impaired persons., As
most vocational evaluators realize, separation of learning from present
performance level is critical, Bauman {1976) and others have recognized
the clinical use of assessment materials in analyzing the learning
style, rate, and abilities of visually impaired people. While a con-
siderable body of 1iterature is available on the usefulneus of the
learning assessment approach with mentally retarded individuals (Bellamy
et.al., 1979), there have been no research activities on the approach
for vocational assessment of visually impaired people. Given the

extensive work done in the development of educatfonal techniques and
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Figure 16. Measurement of client response to interaction of
content, task difficulty, and teaching technique.
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technology for teaching persons with visual fnpairments, this field is
rich for future research efforts.
Job Modification Approach to Vocational Assessment
This approach 1is particularly important for blind and visually
impaired persons. The basic thesis of this approach is: {f a person
cannot do a job or task, he/she may be able to do a task or job with an
aporopriate modification or adaptation. Modifications fall into several

categories: (1) modification of the environment to make 1. more

accessible to blind persons; (2) use of adaptive aids and devices

ranging from "low tech” aids such as braille tabs to high tech aids such
as speech synthesizers in microcomputers and calculators; and {3) modi-

fication of the method of performing .ne job., It is important that

vocational evaluations have access to potential job modification aides
so0 that work samples, on-the-job tryouts, and other assessment methods
can be used clinically with modifications. The Job Development
Laboratory (Mallik and Sablowski, 1973) has developed a procedure of
client assessment, job development, job modification, and placement that
provides a service model with high potential for use by rehabilitation

and educational personnel with visually impaired persons.

Conclusion
Several approaches to vocational assessment have been reviewed.
While thiese are theoretical approaches, they have significant impact on
the day-to-day activities of professionals involved in vocational
assessment, Care must be taken to use an appropriate mix of these

approaches to provide a valid vocational assessment of visually disabled
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individuals, Additionally, as will be reviewed in the next chapter,
care must be taken in the administration, scoring, and interpretation of

tests, whether work samples or psychometric tests,
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TEST ADMINISTRATION
AND THE
VISUALLY IMPAIRED POPULATION

When a vocational evaluation program for visually impaired people
is developed, a vocational evaluation specialist first chooses the tests
and other assessment tools to be used in the program. This is a compli-
cated process. Tests for vocational evaluation must be selected with a
clear view both of what information is needed and the characteristics of
the individuals being tested. Specifically, an analysis should be made
of Jjobs and training programs which are available locally. A deter-
mination must be made of the skills and characteristics needed to suc-
cessfully perform jobs or to complete training programs, and tests and
other assessment techniques should be selected to measure these skills
and/or characteristics. The specialist must keep in mind that many
suitable jobs and training programs may be available in a community, and
even more fimportantly, that a vocational evaluation program ne2ds to
work with clients with wide ranges of ability ijevels and interests
(Botterbush, 1980).

Once tests have been celected for a vocational! assessment program,
the vocational evalration specialist must determine which tests shouls
be administered to a particular client, if these tests need modifica-

tion, and how necessary modification can be made. While some basic
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tnformation fs obtained from all individuals being assessed, it usually
fs necessary to ask some questions that are specific to an {ndividual,
For instance, if a newly blinded individual states he or she wishes to
pursue tratnfng in the counseling field, specific assessment techniques
must be used to determine whether or not the individual possesses tie
abtlities and personality to obtain training and employment in the coun-
seling field.

The unique guidance needs of the visually impaired person must be
considered in the selection of tests to be given to a specific indivi-
dual and in the determination of potential modifications in test admin-
fstration. Botterbush (1980) provides some helpful gquidelines., First,
the degree of visual impairment must be considered, If an individual ts
visually impaired but 1s able to read the print of the test with or
without low vision afds, no modifications or restrictions affect test
selection beyond those for sighted persens. While indications of a
client's visual functioning may be gatned from medical reports, the most
effective way to determine visual functioning 1s often simply to ask the
client, 1f the client experiences discomfort and requires intense con-
centration to read the test, his or her test performance will probably
be affected. (n such cases, modification using large print tests,
braille, and/or audio-cassettes must be considered.

Secondly, the general test-taking abflity of the client must be
considered, This includes a knowledge of the client's reading ability
(either through print or braflle) as well as his or her level of test
anxiety and test-taking sophistication, If the reading ability of the

client is not already known, a reading achievement test should be given
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early in the vocational evaluation process so that subsequent tests and
assessment techniques may be appropriately selected. If a person Cannot
read despite an ability to see, he or she should not be given a test
that requires reading unless that reading ability is a specific skill to
be assessed.

Thirdly, the client's life history may affect the test selection
process. The age of onset of visual impairment is a crucial con-
sideration. If an individual has been blind since birth, understanding
of visually-related test items will be limited, and the score may not
reflect actual abilities. On the other hand, an adventitiously impaired
individual may have functioned "visually to an age where he has already
established concepts such as shape, color and visual aspects of the
environment Tike clouds* (Bauman, 1973). Consequently, such concepts
may be used in this testing situation. If a client is congenitally
blind, an evaluator may either select tests that have fewer visually
oriented items or may modify the test items so that they more accurately
reflect the expected experiences of the individual. Caution, however,
must be used in such a procedure, as this alters the s’dandardization and
norming process of the test instrument.

Visual impairments can cause difficulties in more than visually
oriented concept formation. The culturdl and 1ife experiences of the
visually impaired individual may be different from those of the sighted
population (Vander Kolk, 1977). For example, overprotection by family
and friends, exclusion from training, social interaction, schooling,
and the lack of appropriate learning materials may all have depressed

skill development. This does not cause great difficulty in terms of
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test selection if the testing objective is to determine present skill
level, However, a problem exists if assessment s concerned with
determining potential learning ability or personality. In this
situation, tests should be selected that focus as closely as possible on
the experiences of blind individuals (i.e., the Emotional Factors
Inventory developed by Bauman) or tests with norms specific to blind
and visually impaired individuals.

A final consideration in the selection of tests for visually
impaired persons ic the qualitative concept of “verbalism.® Vander Kolk
(1977) reports that a number of studies suggest that

congenitally blind or early blinded individuals are able
to learn words and concepts in a literal manner without
understanding the concrete, functional meaning of the
word (p. 159).
While there is controversy on how blind indi‘viduals learn concepts
(e.g., Hans, 1974; Pavio & Okovita, 1971), the vocational evaluator
should note, as Vander Kolk (1977) suggests, that the variability of
intelligence scores often found among visually impaired persons may be
due to:
deprivation and reliance on nonvisual sense experiences
by blind persons in their intellectual development and

reliance on auditory, tactual cues to compensate (p.
160).

Orientation and Preparation for Assessment

General client orientation to the vocational evaluation process has

been discussed previously (Chapter 3). However, a visually impaired
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individual must also be oriented to each specific test or assessment

tool used in the vocational assessment process. Orientation guidelines

to the general testing environment apply as well. Once in the testing
location, the client should be given an orientation to the tests and
testing matertals. This may fnclude:

1. physical orientation,

2. an explanation of the test content and purpose, and

3. other evaluator comments and procedures designed to relieve

test anitety and insure valid assessment.

In terms of physical orientatfon to etther psychological or perfor-
mance tests such as dexterity tests or work samples, the partially
sighted client may need no or minimal special assistance. For the
totaily blind individual, however, specfal assistance must be gfven.
Bauman (1976) points out that although sighted people become familiar
with work samples or dexterity tests very quickly merely by looking at
them, the blind person must have the opportunity to handle the
materials, and he needs to be given enough time to become familfar with
them. The evaluator should identify in advance the informatfon needed
verbally and tactually by the client. Bauman (1976) indicates that the
blind client needs to be informed of all the data the visually unim-
patred {ndividual would derive from sight. Unless the test ts directed
toward ascertaining the lavel of the clfent's tactile abilities, the
psychologist should describe the tests as the client examines them. If
the client seems uncertain, the psychologist may gquide the client's
hands while emphasizing those asyects of the test pertinent to efficient

performance,




Similar procedures may be used with work samples. According o

Dickson (1976), the evaluator should

give the directions verbally, after first describing the
layout of the sample and the tools used. The evaluator

should gquide the client's hands over the parts as they
are mentioned. Then the client should be allowed to go
over them at 1least once more, handling <¢he parts and
answering questions. If he requires more time, the evale
uator should indicate that there is no hurry and that he
will be available to answer any questions or provide
further explanations (p. 17).
Dickson (1976) indicates that the evaluator may guide the hands of the
visually impaired person in completing a practice task as necessary.
Additionally, the provision of a model of a completed product or
several models of a product in various stages of completion may be used.
Models may give the client a concrete example to which he or she can
refer,

Special care must be taken in the physical Drientation and instruc-
tions of the client in the assessment situation. Otherwise, an
assessment technique may be assessing the client's ability to learn
rather than be a valid assessment of the skill in question (3choll &
Schnur, 1976). If good orientation is given, the probability of results
of each test being incorporated into the client's own decision-making
process is high, which may increase motivation since people seem to be
more interested in participating in activities they understand and see
as important to them. Language should be used which the visually
impaired client understands and which is accurate while minimizing,
threat and anxiety. For example, one would not say about an intelli-

gence test: "This test will tell us how smart you are!" Rather
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something like the following might be said:

This test is to help you plan what training and Jjobs you

miy go into and do well. You can't pass or fail; but do

;gﬂt best, so you and I can tell which Jjob is best for

For work samples and otheE assessment techniques that are related

to specific occupational areas, an explanation should be given con-
cerning this r2lationship and further information should be given con-
cerning employment in occupations related to the work samples. It would
be most usefui to indicate some of the modifications and adaptations
used by visually impaired persons in performing such occupations.
Likewise, if modifications are used in the work sample, these should be
explained to the client as well as the rationale of their use. This
process aids the client to use the assessment experience and test

results to make his/her own vocational decisions and to increase

understanding of his/her abilities as they relate to the real demands of

the world of work.

Administration Procedures
In administering tests and work samples to visually impaired indi-
vididuals careful consideration must be given to the manner in which
instructions anu test items are presented and the manner in which the
individual will record responses to test items. Other administrative
concerns relate to the procedures designed to maximize the valid

assessment of the characteristics of the client,
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Presentation of Instructions and Test Items
For clients with residual vision, large print tests and/or low
vision aids may be useful in presenting test instructions and items. In
using large print tests, all client instructions and test items must be
printed in large type in an easy~to-read format. Tests may be modified
locally by using an “Orator® ball on an IBM Selectric typowriter which
produces letters around 3/B* high. Additionally, some high quality pho-
tocopy machines are available that can enlarge existing copy. However
the test is enlarged, additional copies should be duplicated, preferably
with an offset printing press to ensure high quality reproductions
(Botterbush, 1980).
The American Printing House for the Blind makes available the
following large print tests:
1. California Achievement Test (Form 8, Level 3; Form A, lLevel 4).
2. Cooperative English Tests (Form 1A).
3. Cooperative Mathematics Tests (Form A).
4. Cooperative Primary Tests (Form 288).
5, Cooperative School and College Ability Tests (Form 24 - 4A).
6. Cooperative Sequential Tests of Education Progress (Forms 28 -
48).
7. Gates-MacGinitie Reading Tests {(Form 1, Primary A, 8, and C.
Form 1M, Surveys D and E; Form 3M, Survey E).
8. High School Equivalency Diploma Tests.
9. lowa Tests of Basic Skills (Form 3, Levels E and F. Form 4).
10. Kuhiman-Anderson Test (Booklet B).

11. Stanford Achievement Tests (Forms A and 8; Primary, Intermediate,
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and Advanced Batteries, Academic Skifls).

12. Wide Range Achievement Test.

Unfortunately vocational aptitude and interest tests currently are not
available.

For totally blind individuals or for the partially sighted who can
not use residual vision well enough for a particular test, audio-
cassette tapes, braille, oral presentation, physical guidance, or a com-
bination of these techniques may be used. Special forms of braille
tests may be ordered from the American Printing House for the Blind. As
with large print tests, those available are mostly academic achievement
tests. The time period for braille tests must be extended because most
visually impaired people read braille only about one-third as fast as a
sighted person reads print. The utility of braille tests is limiteo,
however, because only a small percentage of visually impaired persons
are able to read braille. The following tests are avajlable in braille
from the American Printing House for the Blind {(Botterbush, 1980).

1. Cooperative School and College Ability Test {Forms 2A - 5A).

2. Cooperative Sequential Tests of Educational Progress (Forms 2B

- 4B).

3. Diagnostic Reading Tests (Form A: Survey Sections for Lower

and Upper Levels).

4. Towa Test of Basic Skills (Form 3).

5. Stanford Achievement Tests (Forms A and B: Primary, Inter-

mediate, and Advanced Batteries. Form B Academic Skills).

The most common method of presenting test instructions and items to

this population is oral. This may be done with a tape recorder or by
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having the examiner read the test items. When the examiner reads the
test, special care must be taken to pronounce words clearly and
correctly. Addition.ily, slight modifications « the instructions may
be necessary if the examinee is using an alternate method for recording
answers,

Utilization of a tape recorder provides for consistency in admin-
istration and saves time for the evaluator. If a recording is used,
however, the evaluator must be available to answer questions that the
Client may have and ensure that the client understands how to use the
tape recorder and that good quality recordings are used.

Several problems exist with oral prescntation of test material.
Often the evaluee will need to remember information that sighted persons
can simply read again as necessary. Ffor instance, in using multiple-
choice test items, the client will have to keep all jtems in his or her
mind, This is often difficult to do and may produce scores which do not
adequately reflect the real skills or characteristics of the client.
Listening to test instructions and items read at a set pace may be
boring for some clients, particularly on a long test, Also, if a test
with time 1imits is read, the evaluator is changing conditions under
which the test was normed, UOespite these problems, however, oral pre-
sentation of assessment materials remains the most used testing admin-
istration method when dealing with totally blind indisiduals,

Selection of one of the preceding administration methods should be
based on the following principles,

1. *dministration techniques should be as similar as possible to

the original conditions under which a te.t was standardized.
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2. Administration techniques must ensure adequate understanding
and valid skill assessment of the client.
when using work samples which assess client abilities on tasks asso-
ciated with a particular occupational cluster, an additional ﬁrinciple
is important:
3. Instructional and administration techniques should be most 1ike
those used on the job or in a training program.
Adherence to these principles will result in a more realistic vocational
evaluation process. Of course, alterations may be required. The
alterations must be born in mind when recommending vocational placement

and suggesting modifications in the vocational training process.

Recording of Responses to Test I[tems

Not only musc special care be taken to ensure valid client
understanding of instructions and test items, but procedures must be
implemented to allow the client an effective means of indicating responses
to test items. Partially sighted individuals may be able to use stan-
dard answer sheets without modification with or without the use of low
vision aids. Some clients may also use large print tests and simply
circle correct answers themselves. If this is done, the client's
responses can be transferred to a standardized answer sheet to facili-
tate scoring. Additionally, multiple choice, multiple purpose answer
sheets are available from the American Printing House for the Blind in
both braille and large print. Use of such answer sheets allows as close
an adherence to the original standardization conditions as possible.

The visually impaired client may also indicate responses orally
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either to an examiner or into a tape recorder. When an examiner records
verbal responses, two problems are present. Only one evaluee can be
tested at a time, and the client is not allowed the privacy given the
sighted person. The use of a tape recorder may help solve these dif-
ficulties but may also create other problems. When using a tape
recorder to record responses, ;uo recorders may be needed--0ne to admin-
ister instructions and test items and one to use to record test respon-
ses, This procedure is most effective when narrative responses are
needed by the client (as in a verbal projective test or a narrative
examination). When multiple choice or true-false formats are used, an
administration audio tape must either allow sufficient time for responses,
or the client will need to turn the administration recorder on and
off as he responds to test jtems.

Another method of recording responses invoives using a typewriter
or a braille stylus to record answers. If braille is used, a staff per-
son must, of course, have skills to read the responses. With multiple
choice questions, a client may type or write only the tirst letter or
two of the answers. This prevents the client from having to remamber (a)
all answers, and (b) the number or letter with which each answer is
associated; it also reduces response time. Bauman and Hayes (195]1)
described some problems that may occur and made suggestions for solu-
tions:

The blind client who is comfortable with typing or braille
may use either to indicate his response. In group testing
it is, however, important to keep in mind that the sound
of the number of strokes, types, or the number of punches

made by the braille stylus can betray the responses of one
client to another. Thus, a siuw or dull person can easily
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take advantage of the quicker responses of another client
*» obtain the correct answers. This is particularly easy
with true-false ftems. 1In typing, the difficulty may be
avoided by having the client type only one latter--"T* for
“true* and “F" for “false.® 1In braille writing, a solution
is found in the wuse of "C* for “correct" and "I" for
“incorrect® (each giving two clicks), to which may be
added an "E* for "either,” if provision is to be made for
3 doubtful response (p.10).
Bauman suggests another procedure useful when responses are multiple
choice or true-false. Tickets with item numbers on them are given to
the client who then places them in a "true® or "false" pile. If used
with multiple choice questions, piles may be made for each possible
response. AS a double check fur accuracy, a hole can be punched on each
tenth card; the client can be instructed to ensure that the ticket
number and item number match--or to call the evaluator who may check

this procedure.

Procedures to Help Assurc Valid Assessment

Several miscellaneous, but important, procedures have ben used by
evaluators and clinicians to help ensure valid assessment of visually
impaired persons. Each has been designed to overcome an assessment dif-
ficulty usualiy related to adapting assessment devices designed for the
Sighted.

Several related procedures attempt to compensate for the fact that
tactile orientation takes more time than with sighted clients, and
visually impaired persons may be assessed inadequately without proper
jnstruction and demonstration. Conseyuently, Bauman (1976) has

suggested teaching the client to do a particular task prior to assessing
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his or her actual performance on the task using standardized techniques,
Some professionals have advocated teaching a task up to a certain
demonstrated 1level of perforrance, as for example, two correct
assemblfes out of two within ten minutes (McCray, 1978). Other prac-
titioners allow a set amount of instruction and practicz prior to admin-
fstration of the test under standardized conditions (Bauman, 1968).
This technique ts close.y related to the procedure of giving the client
extra trials before performance is finally assessed., Bauman (1968), for
instance, suggests that totally blind clients be adminfstered the
Minnesota Rate of Manipulation Test twice--the first as a practice try.
Bauman (1975) cites that Yoder indicated that the procedure he uses with
work samples fs to
give the 1individual an allotted time under instruction,
followed by a trfal run, again for a specified perifod of
time, after which he works against the stop watch and the
standards for the job (p. 43).
A useful procedure to ensure client understanding of instructions s to
have the fndividual repeat instructions and, perhaps, simply demonstrate
an understanding of what is to be done,

Another technique to ensure valid assessment involves the actual
modification of the content of « test or work sample., For tests with
ftems that have visual assoctations which a client may not understand,
the vocational evaluator may change the items to words more in keeping
with the client's experience. Additfonally, in a work sample, content
may be changed if the evaluator wishes to use adapted materials that the
visually ifmpaired person would use on the job., Such procedures must be

used with cantfon and with the recognition that standardization proce-
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dures are being violated and that, consequently, norms and scoring proce-
dures will be affected.

Another technique is the allowance of more time to complete the
test. This, of course, is a consideration only on tests with set time
limits or where timing is included as part of a score. If more time is
allowed, the evaluator must use his own professional judgement in
interpreting results. While additional time may be necessary to
equalize disadvantages possessed by the blind person in taking a test,
there is no precise way to estimate the amount of extra time that can be
allowed, and existing norms must be used. Despite th:se problems,
however, practitioners have felt that changing a speed test to a power
test does give them useful information about client skills,

Finally, a learning asseussment procedure for use with achievement
tests has been suggested uzinrg the following steps: (1) administer and
score the test in a normal standardized manner; (2) analyze and identify
missed items; (3) teach these items and concepts to the client and make
observations concerning the client's learning ability. For instance, if
a student did poorly on a math test and quickly gained the concepts with
additional help, one might make a recommendations for entrance into a

vocational training program requiring a concurrent remedial math class.
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WORK SAMPLES AND THE
VISUALLY IMPAIRED CLIENT:
AN INTRODUCTION:

Rehabilitation vocational evaluation relies heavily on the utiliza-

tion of work samples in the assessment of work capabilities for visually
impaired persons. This chapter provides: (1) an overview of infor-
mation concerning work samples and (2) a review and discussion of

various resources concerning work samples with visually impaired people.

What are work Samples?

According tc the Vocational Evaluation and Work Adiustment
Association (VEWAA, n.d.), a work samp . is a

well defined work activity involving tasks, materials,
and tools which are similar or identical to those in an
actual job or cluster of jobs. It is used to assess an
individual's vocational apt itude, worker charac-
teristics, and vocational interests (p. 92).

Sitlington (1979) defines a work sample as a “simulated representation
of work tasks which may or may not represent an actual job or a com-
ponent of a job."

The essential element of a work sample is the involvement of the

client in work--in this case simulated work--as a means of assessing
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his or her tratts and possibly his or her abflfty to perform the actual

tasks of a job. MWork samples 1iterally involve a "sample of work."

Other characteristics of work samples as they have been developed and

used in the field include the following:

1.

Work samples are performance tests. Consequently, the
questions of scoring procedures, standardization, relfabflity,
and validity must be addressed.

tiork samples usually do not exceed two to three hours in admin-

istration time.

Work samples may also be placed on a continuum relevant to the

following varfables.

1.

Aptitude-achievement. Work samples may assess a person's

potential to enter training and to learn to do a job or the
degree to which an individual can already perform the tasks of
a job. The former tends to a trait approach while the latter
uses a task approach.

Present skills--learning capacity and style. Similarly, a work

sample may be used to assess the present skills an fndfvidual
possesses or to assess the abflfties of the fndividual to learn
Job tasks and to identify the most effective method by which he
learns.

Standardized--informal. Some work samples have very specific,

standardized, formal administration, scoring, and {nterpreta-
tion procedures., This tendency toward formality has been
increasing as the field of vocational evaluation has developed.

However, work samples may also be informal observations of an
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individual's performance on a work task. Such informal work
samples have also been called "performance samples.”

4. Norm referenced--criterion referenced. The scoring and

interpretation of work samples may be norm referenced when an
tndividual's performance is compared with other relevant norm
groups, fincluding industrial norms (McTray, 1979). A work
sample may also be criterion-referenced where the individual f{s
compared against a standard. At fts simplest level, criterion-
referencing may sSimply indicate whether or not an tndividual
can perform a task. At a more sophisticated level, an

industrial standard may be set using fndustrial engineering

procedures.

A middle course has been described as a "direct evaluation
procedure® in which an individual performs a work task, and his perfor-
mance fs evaluated in a critertion-referenced manner. This evaluation tis
consequently converted into ratings for a Qualifications Profile of
Worker Characteristics as defined by the Department of Labor. Project
Discovery (Moorc, 1981) uses this approach, as have Field & Field (1981).

Work Samples and Visually Impaired Persons

Work samples used with the visually impaired clients in rehabiflita-
tion facilities anu state schools appear to focus primarily on learning
assessment and trait assessment using trait-oriented commercial work
sample systems such as VALPAR and JEVS, and criterion-referenced work

tasks developed by local rehatifl{tation factlitfes {Peterson, 1982). In
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rehabilitation facilities associated with sheltered industries, many
work samples (described later in this chapter) are used that have been
taken directly from the work stations in the plant. Two commercial work
sample systems, VALPA: and McCarron-Dial, have developed specific modi-
fications for the visially impaired. Other commercial systems in which
modif ications have been made are used by rehabilitation facilities.
These local modifications include ones made to the Singer and JEVS
system. Other commercial vocational evaluation systems have potential
for use with visually impaired persons despite their less frequent use.

A review of some of these follows.

Types of Work Samples

Work samples may be categorized according to several variables.
However, one of the most useful categorization schemes is based on the
degree to which the work samples emphasize trait assessment versus the
ability to perform the tasks of specific jobs or groups of jobs. VEWAA
(1975) and Pruitt et al,, (1977) have identified four types of work
samples. They are

(1). actua) job samples,

(2). simulated job samples,

(3), single trait samples, and

(4), cluster trait samples.

Related concepts include various situational assessment procedures per-

formance samples (Albright, 1980), job simulations, and training samples
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(Thomas, 1982).
For the purpose of this monograph, however, it appears most useful

to think of work samples as trait or task-oriented. Trait oriented work

samples are those which focus on the measurement of traits. While
actual work tasks are used, these work samples are not developed to
determine whether an 1individual can, for example, put pipes together
(one task involved in the job of a plumber). Rather, trait-oriented
samples may use Such a task to determine the traits or characteristics
that an individual possesses such as eye-hand coordination or spatial
perception. Trait-oriented work samples may be further identified as

singie trait work samples or cluster trait work samples. Single trait

samples are used to assess one trait only. An example is the eye-hand

coordination work sample of the HESTER system. Cluster trait samples

assess a group of worker traits which are related to a job or cluster of
jobs. The Micro-TOWER, JEVS, and VITAS are examples of systems using
this approach.

Task-oriented work samples have a primary focus on the assessment

of abilities to perform specific tasks of a job. For example, a task-
oriented plumbing work sample might determine whether a visually
impaired individual can change washers in a sink, cut and thread pipe,
and clean a clogged drain.

Task-oriented work samples inClude two types. These two types are

job samples and occupational cluster work samples. Job samples are

replicated in their entirety directly from industry and include the
equipment tools, raw materials, procedures, and work standards of a job.

The commercial work sample system that most closely resembles a job
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sample is the TOWER. Occupational cluster work samples replicate some

of the most common tasks associated with a cluster of related johs.
While traits such as coordination and frustration tolerance can be
assessed usina task oriented work samples, their primary focus is on the
aoility of an individual to do the tasks of the iob. It should be
noted that in task-oriented work samples, traits may also be assessed.
The opposite, however, is not true: you cannot assess ability to do
tasks with trait oriented work samples. For instance, it is possible to
possess the general traits of an auto mechanic--at least as defined in

the DOT--and not be able to set the qap on a spark plug.

Related Assessment Techniques

A number of related assessment techniques are used that provide
assessment using the tools, tasks, and materials of the work Dlace.
These include (1) performance samples (2) ifob simulations and
assessment centers and (3) ijob tryouts. Vocational classroom tryouts
and iob tryvouts are similar. The former is used most often when the
objective is placement in a vocational training proaram and the latter
when direct iob placement is the oocal. Both involve placement for a
"tryout® period in which the individual is involved in vocational tasks
and observed by a supervisor or vocational teacher. Performance samples
are informal work samples used in a vocational class to aain some
insight on the performance and learning skills of the client. Job sSimu-
lations are types of work samples used in business and industry for

trainina or assessment purposes. They simulate conditions of the iob
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and are used in assessment centers in business to select individuals for

positions or to assess needs for additional training.

Guidelines for Selection
Vocational personnel who are developing a comprehensive vocational
evaluation and counseling program for visually impaired people must
carefully select and develop evaluation matertals. This is particularly
true with work samples. Some hasic guidelines are needed fqr selecting
the general types of work samples and occupational categories for work
samples and for evaluating the effectiveness of a work sample.

The following principles may assist the vocational evaluator in the

selection and use of work samples.

1. Work samples should relate to the employment opportunities in
the local labor market.

2. Work samples should take into account the needs and charac-
teristics of the visually impaired individual.

3. Work samples in a comprehensive vocational evaluation program
should provide an opportunity for exploration of occupations in
a wide variety of fields on various levels of sophistication.

4. Work samples should be avatlable to assess an individual's
characteristics for both occupational training and job place-
ment .

5. Work samples should he available that provide both task and
trait-oriented vocational assessment.

6. Work samples should be available to assess learning styles
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which can be used to recommend teaching techniques.

7. Work samples should employ systematic procedures for deter-
mining appropriate job modificatfons.

8. Work samples should be systematically constructed upon accepted
techniques of test development.

9. Work samples should systematically compare the abflitfes of an
individual with the actual requirements of jobs or training
programs,

While it {s almost impossible for any onc work sample to meet all

of these criteria, this 1ist should assist in the selection and develop-
ment of work samples for a vocatfonal evaluatfon program for the

visually impaired population. Some of these principles are discussed

briefly below.

Relevance of Work Samples

Vocational evaluation and work sample development should be based
upon a comprehensive analysis of both employment and training available
in the local labor market. A vocatfonal evaluator must define the
“local* labor market., Does one look at a ctty, county, a state, a
region? A1l of these, of course, but the primary facus should be on the
general area in which the matority of clients are willing to work. For
example, if you are a vocational evaluator at a vocational-technical
school which provides training fn technical areas, and the school's grad-
uates move into jobs throughout your state, the "local" 1labor market

would be the entire state, However, if you are employed in a rural area
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and few clients are willing to move more than 20 miles to go to work,

the "local® 1abor market will be much more restricted, The work samples

selected, therefore, should be representative of the jobs avaflable tin

the local area as defined by the geographic mobility of your visually

impaired clients,

Several sources are avatlable for gathering information about local

labor market conditions. The following 1ist, while not inclusive, provides

a starting point for a vocational evaluation.

(1)

(2)

(3)

(4)

(5)

Business and industry guides are normally avaflable from the
local Chamber of Commerce.

Reports that give data on jobs open and filled in varfous cate-
gorfes {n local regfonal areas are avatlable from state
employment services. This fnformation {s usually compiled on a
yearly basis with employment projections calculated,

The Annual Plan of state departments of vocatfonal education

provides a compendium of employment data for a state.
Local information is also avatlable through want ads of news-
papers and telephone company "yellow pages.*

Documents entitled County Business Patterns are published

annually for each state by the U.S. Department of Commerce.
Their documents contain detatled industry reports on employment
(1ncluding payroll, number of employees, and size of establish-

ments) for each county.

These sources, of course, will provide only very general infor-

mation, but they should give the vocational evaluator enough information

to determine the general areas in which work samples are needed. Job
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analyses and review of job descriptions will assist the evaluator to
determine more specific job requirements from which work samples may be
developed.

A vocational evaluator must also ¢ather information concerning
local training opportunities for visually wmpaired people. This is prob-
ably the most neqlected step in vocational evaluation, but it is a crit-
ical one if the career development of the visually impaired person is
to be enhanced. Vocational training may include:

1. university or college level programs,

2, community colleges,

3. vocational-technical centers,

4, secondary vecational programs,

5. sponsored vocational trainings through the Job Training

Partnership Act,

6., rehabilitation facilities, and/or

7. private proprietary vocational’ training schools.

Information concerning these options {s available from a number of Sources
The annual plans of state departments of vocational education should
contain detailed information on state supported vocational training
available., Brochures and catalogs from various institutions may also be
helpful.

While this information will give general data concerning training
opportunities, it will give only limited information Concerning specific
skills needed to succeed in training, In many cases, *raining and job
analyses should be conducted {as described in Chapter 2) to determine

this necessary specific information. Again, identification of training
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areas will help in determining the work samples to be used in the voca-
tional evaluation process.,

A final point should be noted. Rehabilitation agencies have tended
to use work samples primarily for unskilled, semi-skilled, and skilled
jobs.  Selection of clients to enter in professional and technical
tr.ining has relied almost totally on traditicnal psychometric instru-
ments. Work samples for technical and professional assessment can be
very useful, as assessment centers in business and industry are
demonstrating, in assessment for higher leve! jobs and may do much to

facilitate appropriate vocational choices.

Needs and Characteristics

Work samples must be developed and selected which focus con jobs and
training open to the visually impaired population and which provide for
administrative procedures which do not penalize this population. Work
samples should be available which p»rmit assessment for several levels
of jobs. It is easy to limit the career development or potential of a
visually impaired person because of the deficits in the instruments used
to assess them or because work samples are not available which assess a
wide variety of jobs., Research reports and occupational information
which focus on training and employment in which visually impaired indi-
viduals have been successftul are key aids fn selecting work samples., If
bling persons are reported as achieving in a variety of fields, but work
samples are available for relatively few fields, the lack of congqruence

between employment and assessment can restrict the career development of
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visually impatred persons.

Vocational Exploration

A comprehensive vocational assessment prograis will provide a
variety of work samples in different occupational fields and at dif-
ferent levels which are based on occupatfons {in the local area
employment market, A program of vocationai evaluation needs to be devel-
oped which includes a systematic plan to expand its comprehensiveness
to include a significant number of different occupations at different
levels of performance, i.e, unskilled to professional.

Roe's fields-by-levels method of organfzing occupational infor.
matfon (1956) provides one way to accomplish this planning (see Figure
17).  In this scheme different occupational ffields are i{dentified.
Within each field, jobs are placed on a Ebntinuum ranging from
professional/managerial through technical, skilled, semi.skilled, and
unskilled. [n doing a local labor market analysis, a vocational eva-
luator can fdentify job categories on this matrix. Work samples may be
selected that will represent different occupational areas available
locally at these different levels. Such a procedure produces a Systema-
tic method to ensure a locally based, client-centered, comprehensive
vocational evaluatfon program. [t should be noted that this same con-
cept may be used with other methods of occupational grouping Such as the

14 career clusters approach used by the Department of Education.
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Service Business Orgenizetion Technology Outdoor Science Generasl S:tar::d ¢
Professional
Technical
Skilled
Semi-skilled
Unskilled

(Adapted from Roe, 1936, p. 51)
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DEVELOPING AND MODIFYING
LOCAL WORK SAMPLES FOR USE
WITH CLIENTS WITH
VISUAL IMPAIRMENTS

Professionals in vocational evaluation have long advocated the
development of local work samples based upon the needs of client popula-
tions and analysis of local employment opportunities. In this chapter,
guidelines are presented for the systematic development and/or modifica-
tion of a work sample. The directions given, it should be noted, are
most applicable to task-oriented work samples--job samples or occupa-
tional cluster work samples. The guidelines given for the development
of work samples are also useful in modifying an existing commnercial work
sample, or materials from another source. The guidelines are presented

in terms of step-by-step procedures for developing a work sample.

Procedures
The initial development and use of work samples in rehabilitation
facilities has often been implemented simply by assembling materials for
a work task and observing a client's ability to do that task., As voca-
tional evaluation procedures have developed, the field has become aware
that work samples are tests that need to be systematically developed.

This awareness has led to increased sophistication in work sample devel-
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opment efforts. Commercial work samples systems have been one result
of this sophistication. However, there is no reason why a skilled voca-
tional evaluator cannot systematically develop or modify his or her own

' work samples for visually i{mpaired persons. The process that s

described below is intended to serve as a guide.

1. Decide which work samples to develop.

This {is the obvious first step. This decision should be based
upon an analysis of the client population and the local labor
market. (Additional details concerning this step are provided
in Chapter 6.)

2. Develop an ad hoc advisory committee.

This {s an excellent way to assure the usefulness and validity
of work samples. Additional benefits might {nclude par-
ticipation of other staff, consumers, and representatives of
business 1in developing an understanding of the vocational
assessment process, and building relationships with consumers
and employers which may facilitate the placement of blind and
visually impaired persons. The membership of the advisory com-
mittee should include
a. specialists who intimately understand the requirements
of the jobs or training areas, {.e., employees, super-
visors, and vocational teachers;
b. staff who wunderstand the needs of the client
population; and
¢. visually {mpaired consumers.

This advisory committee can: (1) review the job analysis, (2)
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validate the content of the work sample, (3) suggest
appropriate {industrial or business standards, (4) develop
scoring procedures, and (5) provide job tryout stations sub-
sequent to work sample assessment. If a vocatfonal evaluation
program {ntends to develop work samples in several clusters of
jobs, an advisory committee can be used for each cluster.

Conduct a job or training analysis.

Work samples can be developed to provide recommendations for
job placement or recommend actions for entrance fnto training
or both. When developing a work sample for vocatfonal trafning
programs, a training analysts should be conducted. This analy-
sts should determine precise entrance criterta, success beha-
viors, and a teaching format with potential modifications for
the visually impatred student. If assessment {s {ntended to
provide recommendations for Job placement, a job analysis
should be performed. A detailed and accurate analysis must be
conducted that fncludes a determination of job tasks, worker
requirements, physical demands, visual demands, and environmen-
tal condittions. {More detatled {information concerning this
process is avatlable in Chapter 2.)

Identify tasks that are to be done in the work sample.

Identiffcation of appropriate tasks to do in the work samples
fs a key task which will determine the usefulness of the work
samples whatever the type of work sample favolved. This fs a
cructal and complex task.

a. Based upon job analysfs and other information, the
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b.

vocational evaluaior must determine the most critical
or important tasks to be done on the job. These tasks
must be structured so that they can be performed in a
work sample in a maximum of two hours. The evaluator
must review the Job analysis and identify the most
important tasks, taking into account both frequency of
task performance and importance. Then, he or she
1ists the tasks to be done in the work sample in the
order that they should be accomplished including esti-
mates of the average time and range of time required
to do each task {see Figure 18), Tasks should be
identified which range from simple to complex, are
complete but time effective, and are as realistic as
possible, i.e, as much like the Jjob or training
program as is practical.

Alteration of the actual tasks of the job for
the visually impaired should be avoided. Tf this is
done, it should be noted since alteration assumes job
restructuring by the employer. The werk sample may be
set up where the tasks of the job are completed or
sequenced in a different way than usual. This too
should be noted. Systematic procedures for the use of
various modifications should be identified and adap-
tive procedures or equipment detailed.

The task 1ist will probably need to be revised several

times. Once it has been completed, ijdeas about
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Figure 18, Suggested form for listing of tasks in work sample.

TASK TIME ESTIMATE NOTES
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c.

d.

materials and equipment required to do the tasks as
outlined must be noted. Specially adapted materials
and tools (e.g., raised line rulers for the visually
impaired worker) needed to be identified and their use
noted. If material requirements are not feasible, the
way the tasks are to be implemented may need to be
revised. Realism must be balanced against cost in the
design of the work sample.

The advisory committee should review the task 1ist.
The 1ist should be revised, if necessary, based on
feedback from the advisory committee. This procedure
should ensure that the work sample has content valid-
ity. It will also assist in development of the admin-
istration of the work sample.

Step-by-step procedures Shovld be written describing
in detail the procedure to be followed by the visually

impaired person taking the work sample.

Design and put together the actual work sample materijals.

After the tasks to be done and materials needed to complete the

tasks have been identified, plans and diayrams showing the

layou. of the work sample and 1ist of the materials needed

should be completed. The work sample should be built according

to the plan and from the 1isted materials. Some minor modifi-

cations may need to be made in the set-up and materials as the

work sample is actually constructed.
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6.

Develop administration procedures.

To develop the detailed instructions fo administration of the
work sample, the purpose of the work sample must be determined.
Is it designed to assess present skills for job placement or
entrance into a vocational program, assess learning ability and
style, or both? If both, this makes the work sample more
comprehensive and useful. In these cases, the administrative
procedures will consist of four sections inCcluding client
orientation, practice/learning period (or instruction and
demonstration), performance period, and client feedback.
Following is a suggested format for outlining these sections
(see Figure 19).
d. Feedback interview:

During the client orientation period, the evaluator

should tell and/or show the client what he or she
will do and how the work sample relates to acutal
Jjobs. Procedures for maximizing client understanding
and motivation are important here. This may be a very
simple discussion or may include more extensive use of
written or audio-visual vocational information

materials. The practice/learning period ensures that

the client wunderstands directions and provides
the evaluator with information about his learning
style and abilities. Learning assessement occurs in
this period since the client is taught and practices

the task. Administration methods should be developed
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Figure 19, Suagested form for recording administrative procedures in
the work sample to measure learning ability and learnina stvle.

a, Client Orientation:

|
Client Task
| l

Evaluator Task/Statementl Drawing/Picture

b. Practice/learning Period:

1 !
[?valuator Task/Statement Drauing/Picturel Client Task !

c. Performance Period:

I Evaluator Task/Statement | Orawing/Picture| Client Task]

d. Client Feedback

Evaluator Task/Statement| Drawing/Picture| Client Task
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to meet the needs of visually impaired persons. A
systematic procedure Should be developed to record
responses to various teacning techniques.

Experimentation with job modification will most easily

occur here. Ouring the production period, the client

demonstrates his skills to do the job. The client's
quality and speed are usually measured by the evalu-
ator during this period of assessment.

In a feedback interview, the evaluator and

client discuss how the client did on the work sample
and how he responded to the tasks of the work sample.
There are two formats for the administration of work
samples:

a. Set up the orientation and the practice/
learning periods for the entire work sample
at the beginning of the process. Then ask
the client to complete all tasks of the work
sample (Practice--Performance).

b. Alternate between short instruction/practice
sessfons and performance:
Practice--Performance (Task 1).
Practice--Performance (Task 2).

The vocational evaluator must also determine how much
assistance to provide during che performance period.
Evaluator assistance can range from none to helping

the client correct mistakes in mid-course of the work
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sample administration.

The  administrative order 1isted above--
orientation, practice/learning, performance, and
feedback--allows the visually impaired client to prac-
tice new material before performing it, thus separating
learning from performance. However, in some cases,
this may unnecessarily lengthen the work sample and
provide inadequate information about the client's per-
formance prior to instruction. Consequently, the
following order--ﬁrientation/instruction, performance,
learning, performance, and feedback--may be more use-
ful with some work samples. Using this order, 2
client is assessed and a determination is made of
those tasks performed adequately and those tasks
performed inadequately. The client is subsequently
given instructions on those tasks performed poorly and
is allowed a period of practice followed by re-testing
on that part of the work sample. This procedure
allows assessment of present skills while also pro-
viding an evaluation of ciient learning ability and
style. Such a procedure appears most effective for
work samples that are related to more complex skills.

Develop scoring procedures.

For scoring, it must be decided whether to use a cri-
terion-referenced or a norm-referenced approach or both.

Inacriterion-referenced approach, the visually impaired
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8.

9.

10.

person's performance is compared with the performances
of sighted persons. Utilization of both approaches is
suggested for visually impaired persons.

Field test the work sample.

After the previous steps have been completed, the work
sample must be tried out. This is a vital process in
improving the work sample and making it a more effec-
tive vocational evaluation tool.

Bevelop norms, reliability, and validity.

A plan for collecting norms and establishing data to
develop reliability and validity of the work sample
must be developed though the procedures described to
ensure content validity. Botterbusch (1981) has writ-
ten a useful guide to assist vocational evaluators to
establish the reliability, validity, and norms of work
samples.

Complete work sample manual.

The work sample manual should now be complete. At this
point, all parts of the manual have been developed.
The task remaining is to assemble and edit the manual.
The work sample can be used as a tool for the vocational

evaluation of blind and visually impaired individuals.

Work Sample Manual Development

If the steps described above are implemented, the work sample
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manual) will be developed in a systematic fashion. The final document
should clearly describe the purpose of the work sample, its uses, its
administration, its scoring procedures, technical considerations,
materials, and hardware. If a work sample is to be used with both
visually impaired and sighted persons, adaptations for the visually
impaired populations can be detailed in the manual. The Materials
Development Center (University of Wisconsin-Stout) recommends that a
specific format for a work sample manual be issued in the field. See
Appendix A for further publications discussing the work sample manual
format and resources available to aid in the use of work sample manuals

for use with visually impaired persons.
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WORK SAMPLES DEVELOPED
BY LOCAL
REHABILITATION FACILITIES

Vocational evaluators working with visually impaired people have
relied extensively on the use of locally developed work samples, Often
these work samples have been based upon contract work available in

sheltered workshops employing or training visually impaired individuals,

In a survey of facilities and schools serving the visually impaired
population {Peterson, 1982), several vocational evaluators employed in
rehabilitation, facilities sent information about locally developed work
samples used in their programs. (Information about locally developed
work samples can usually be obtained at cost by contacting the par-
ticular facility.) It should be roted that many vocational evaluators
working with visually impaired people are using some of the work sample

materials developed by the National Industries for the Blind (NIB).

National Industrie for the Blind (NIB)

NIB has developed a series «° evaluation tasks which have been
distributed to NIB work shops cnroughout the nation. Additionally,
several electromechanical work samples have been produced. Development

of norms for these work samples is a joint project of NIB and the
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Rehabilitation Research and Training Center on Blindness and Low Vision,
Mississippi State University. Copies of these manuals can be obtained

by writing for information to:

Rehabilitation Research and Training Center
in Blindness and Low Vision
P. 0. Drawer 5365
Mississippi State, MS 39762
A number of evaluation tasks are available from Royal Maid
Association for the Blind (P. 0. Drawer 30, Hazlehurst, MS 39083).
Thesy tacks primarily involve the use of manipulation skills to sort,
package, assemble, and disassemble various objects, and to perform
drilling, cutting, sanding and other operations with power tools. The
evaluation tasks are related to the types of contract work customarily
found in the protected employment for blind workers. Each evaluation
task is designed to assess various work abilities which relate primarily
to skills needed in these sheltered industries. However, these work
abilities may also be important in competitive employment situations.
As illustrated in Figure 20, the documentation for each evaluation
task is divided into the following sections:
1. objective--a description of the work abilities assessed in the
work sample,
2. tools and materials,
3. introduction (nuidelines for the vocational evaluator in
setting up the materials),
4, presentation (general administration instructions that include
information on orientation and actual administration), and

5. work assessmeny (guidelines for the kinds of observations to be
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Figure 20. Documentation of evaluation tasks.

TASK ¢

II.

ILL.

Iv.

EVALUATION TASK #20
COMPLTITIVE PRODUCTION RATE_ 1040 PER_50 MINUTES

OOWEL CUTTING - BAND SAW
OBXCT IvE

To eveluate and/or provide work adjustment in the following work
sbilitien:

fl; Stending tolerance
2) Material control
(3) Safety awareness

TOOLS AND MATERIALS

(1) Band eaw

(2) Miter guide

(3) Material stop and clemp for determining length
(4) Supply of 3/4" dowels ten inches in length

INTRODUCT ION

(1) Place miter Tuide in band saw miter alot at 90°

(2) Clamp wood block to the left edge of ths band saw taeble 1"

(3) Adjuet bend sew blade guard to the lowest point so thet the miter
g.uide may pass.

(4) Place box of 3/4" dowel pieces to the right at correct height.

(5) Place box on back 8ide of band 6aw to ceal.ch piaces as they are cut.

(6) Plece box on floor to right for scrap.

PRESENTATION
(1) Orientation to band aaw without power

(a) Location of electricel plug outlet (show trainee oaw is
disconnected).

(b) Location of off-on awitch, bleds, miter guide, end miter guide
in refersnce to blads.

(c) Location of material atop in reference to miter guide and bladae.

(d) Appropriste location of hands during cutting operation, (the
right hand on top of miter guide ho ding dowel and the left
hand on miter ?uide knob pushing dowel through the sew blade).

{e) Location of all positions of materisl snd boxes for finishad
dowela end scrape.

(2) Orientation to band eaw with power

(a) Femiliarize trainee with the sound, vibrations, etec., of
running saw.

(b) Demonstrate the correct pressure® and apeed needed to feed the
dowel through the blade.

(c) Trainee ohould learn the technique of feeling the upper shield
to determine when the vibrations have cessed and the saw hao

completely atopped. He should note the chenge in gound when
thepdonel is hefng cut. 9
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Continuation of Figure 20.

V.

(3, Operating procedure

(a) Turn power switch to ON position
(b) Pick up a dawel piece to be cut end place in front of guide
sc) Push dawel to left until it touches materisl etop
d) Holding dowe] in plece with right hand, push the miter guide
through saw blede with left hand
(e) pull miter guide to the front of the table snd repeat cycle
Sf; Place dowele shorter than 4" in serep boxes,
g) DO NOT BRUSH 1" PIECES OF QOWEL FROM BAND SAW TASLE WITHOUY
FIRST SWIFCHING OFF THE MACHINE AND ALLOWING I TO STOP
(n) NO CIRCUMSTANCES should the trainee place hands on the
guide without Tirst stopping the machine,
WORK ASSESSMENT

(1) Note the number of 1" dowel giacaa correctly cut

(2) Scrap b:: ehould be checked to aee if any good material has been
discard

(3) Evaluator should not leave traines yntil he uses all safety proce-
dures a8 directed. No ahortcuts should be allowed,

Royal Maid Associetion for the Blind, Hazlehurst, Mieaiaaippi.
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made) ,
Each evaluation task includes a “"competitive production rate" that is
usually expressed in terms of "X" units in a 50 minute work period.
Ms. Barbara Greenstein of the Jewish Guild for the Blind (15 West
65th Street, New York, NY 10023) reports that her agency is developing

revised industria) standards for these evaluation tasks.

Clawson Work Samples

Clawson (1968) developed o series of five work samples. The pri-
mary purpose of these work sample: is to measure "manual skills" of
blind people as a predictor of ability to function in “"manual skill
occupations." Initial field testing and norm development was carried
out in six programs for the blind throughout the nation. Five work
samples were used. These include (1) the unvelope work sample, (2) the
vial work sample, (3) the catheter work sample, (4) the valve work
sample, and (5) the washer work sample.

The work samples were based upon an analysis of industry in Salt
Lake City. They are purported to measure gross dexterity, fine motor
dexterity, and sensitivity. A1l involve basic assembly and disassembly
operatfons. Total testing time involves five to six hours. Initial
resylts indicate adequate relfability and predictive validity as related
to assembly jobs (Clawson, 1968).

tElectromechanical Work Samples

Several work samples have been developed by the NIB that utilize

timers and electromechanical devices, These electromechanical work
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samples were designed for use as training and evaluation tools. They
focus on manipulative skills which are used in various assembly and pro-
duction jobs and are particularly useful in working with multihan-
dicapped blind persons for whom there often "exists a basic need for an
objective method of assessing a trainee's functioning work ability level
against an average sighted worker standard" (Richterman, 1982).

In addition to their evaluation functions, the elactromechanical
work samples are being used as training tools because many blind multi-
handicapped persons lack work concepts such as “fast® and "slow." These
work samples can also be used to develop a work rhythm and to reinforce
work abilities such as bi-manual coordination. Two electronic timing
devices are used with the electromechanical work samples: Work Pacing
Timer and Work Pace Reinforcer. Both of these timers can be set at
appropriate intervals to pace a trainee's work. The timing interval can
be set at an industrial standard for the task or adjusted for training
purposes. When the buzzer or timed alarm sounds at the end of each
interval, trainees know that they are working too slowly. When tasks
are completed "on time," the buzzer or alarm does not go off, and
trainees are reinforced with a pleasant clicking sound. The timers can
be used with vibrators or fans for deaf-blind persons. The work pace
reinforcer has a built-in counter that automatically records the number
of trials and the number of times the present standard was exceeded.

The multi-functional work task unit is used with the work pace

timer. To operate this work task, wooden dowels are placed in an indi-
cated pa*ttern on a platform, and pressure is applied to depress a series

of microswitches. Various templates can be placed on the unit in order
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to change the positioning of the dowels. The trainee picks up two
dowels, places them appropriately on the platform, waits for a rein-
forcing click, puts the dowels into a holding box, and repeats the

operation.

The foot operated hinged box work task unit is used with the work

pace reinforcer. The 1id of the metal box is raised by pressing a foot
pedal. Any type of smali object or assembly can then be placed in the
box. 1In this task a small bolt and nut are attached and placed in the
box. The trainee assembles the bolt and nut, lifts the box 1id, places
the assembly inside, closes the 1id, and begins again. When the 1id is
raised, a microswitch signals the work pace reinforcer that the task is
complete.

The hinged box work task unit is very similar to the foot operated

hinged box work task. In this task the top of the metal box is raised
by grasping a knob on the 1id and 1ifting. An index card is placed in a
plastic bag and then placed in the box.

The index card work task unit requires that two index Cards be

positioned properly on a formica platform and pushed under a metal box
at the top of the unit. The work pace timer is used with this work
task. The trainee places two cards on the platform, pushes them under
the metal box, puts one card in a completed bin, shifts the position of
the other card, places a new card on the unit, and begins the cycle
again.

The fine finger dexterity work task unit requires the trainee to

perform a multi-step assembly. A plastic mold containing six holes is

placed appropriately on a platform, four pins are placed through the
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outer holes, two T-plates are placed in the remaining holes, and the
assembly is pressed down, signaling the timer that the task is complete,
The entire assembly is removed, and the process begins aga*n. This task
involves bi-manual coordination, finger dexterity, and kinesthetic

memory.

The last work sample, the revolving assembly table work task unit

is designed for use by two to four trainees. Each trainee stationed
arouiid a revolving table performs a different, but related, task. The
first person placed plastic vials in holes on the table, and each addi-
tional worker places an assembly in the vial as it moves past. When the
vial returns to the first person, it is capped, and a new vial is placed
on the table. This routine continues until the table and all vials are
full. No time limit is used with this work task. It is designed to
evaluate the ability to work with others and is scored subjectively.
Information about these work samples is avajlable from:
Rehabilitation Research and Training Center
in Blindness and Low Vision
P. 0. Drawer 5365

Mississippi State, MS 39762
(601) 325-2001

or:

National Industries for the 81ind
Rehabilitation Services

524 Hamburg Turnpike
Wayne, NJ 07470
(201) 595-9200
Other Work samples by Local Programs
The Research and Training Center, Mississippi State University,

conducted a survey of work samples developed by other state schools and
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rehabilitation facilities (Peterson, 1982), The resulting information

is summarized on the following charts.,
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NAME /ADDRESS

NAME

WORK SAMPLE DESCRIPTION
ABILITIES ASSESSED

SUMMARY OF TASK

Nattonal Industries for
the Blind

320 Fulton Avenue

Hempatead, New York uss:'

Wicket essembly

Memory for sequentisl operations
Finger dexterity
Tectile atrength

Place washers, spacere,

wing nuta, and mat links on
a wire wicket in the proper
order to achisve an
assembled wicket.

Pegboard--matal etri
asoembly

Sitting tolerance
ngar dexterity
Tactuel perception

Secure metal etrips to
outeide holes on a
pegboard with screw and
ﬂiﬂg nut.

Mop esgembly

Manual dexterity
Memory for sequence of operetions
Material eontrol

Place materiels together in
proper sequence to sssemble
8 mop.

Aluminum small box
aggembly

Following a model
Frustretion tolerance
Menmory for sequence of operstions

Assemble handle from sluminum
strips, metal screw, end wing
nit. Secure finished handle
to pre-folded box with metel
acrews .

Hardware sorting

Form discrimination
Size discriminsation
Tectual perception

Sort different plieces of
hardware into appropriate
elota.

Nut end bolt machine

Size discrimination
Reasoning ability
Form discrimination

Find the proper nut to fit
the bolt and screw on just
enough to prevent it from
falling off.

140




NAME/ADDRESS

NAME

WORK SAMPLE DESCRIPTION
ABILITIES ASSESSED

SUMMARY OF TasK

Colored dowel eorti-J Color dieerimination

Eye-hand coordination

Teke colored dowel from the
mixed box and place in the
appropriate box for that
color.

Free form design--
motal strips

Conatructive imagination
Reasoning ability
Frustration tolerance

{lss as many different
materiale a8 are aveilable
to create whatever design
Mir.do

Tool identificetion
test

Name toole
Give generel description end

usage

Examine tool and relate
knowledge of its use end neme

SOMA puzzle Frustration tolerance Put puzzle together to form
Reasaoning ebility cube shape shown before
Constructive imegination starting the sessably.

Rubber washer Counting ebility Count 15 rubber washers end

counting Following verbal instructions put them into @ pleetic vial,

fetention

Basic cutting-<hand
oaw

Math discrimination

Change making skille

Time concept

Linear messurement ekille
Units of measurement knowledge
Knowledge of everyday problems

Toke & written test.

Powel cutt ing--hand
saw

Genersl coordination
Application to work

Mraory for eequence of operationa

Place dowsl in e viae end
cut to 5" lengthe.
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NAME /ADDRESS

NAME

WORK SAMPLE DESCRIPTION
ABILITIES ASSESSED

SUMMARY OF TASK

Dowel cutting--miter
oaw

Push=pull tolerancs
General coordination
Kineathetic memory

Flece dowel on miter box end
saw to 1® lengthe with &
miter saw.

Dowel cutting--band
agw

Standing tolerance
Material control
Safety awsreneos

Place dowel on miter box end
eaw to 1" lengthe with bend
s“.

Dowel sanding--
eandpeper

Tectile strength
Tactual perception
Push-pull tolerancs

Sand 12% lengths of dowel
lengthwise until smooth.

Cleaning oil from
metal strips

Orderliness
Reaction to vsrious type materiald
snd work conditiona
Applicetion to work

Wipe oily film from metal
ste. = until elean.

Matal strip hole
punche==kick press

Hend-foot coordinetion

Push-pull tolerance

Time and motion economy conseiousd
nese

Place metsl strip in guide
preas foot pedal to punch,
fleverae ende of the metel

strip snd repest procedure.

Aluminum strip hole
punch--kick prese

Kinesthstic memory
Tactile ‘strength
Hand-foot coordination

Plece sluminum strip in guide
and press foot pedal to punch,
Reverss ends of the aluminum
strip end repeat procedure.

One=hole center
drill prese

Hand-foot coordination
Meteriel control
Sefety awareness

Place dowel in hole of the
drilling jig. Press foot
pedal to drill hole and
release, Ramove drilled
dowel from job.




NAME /ADORESS

NAME

WORK SAMPLE DESCRIPTINN
ABILIVIES ASSESSED

SUMMARY OF TASK

€1 Peno Lighthauss for
ths Blind

100 Donne Streest

€l Pano, Texss 79905

Plastic heat sealer
assembly

Safety owarensss
Kineathetic memory
Hend-foot coordination
Time motion economy
Tactual perception
Imaaine ebjlity

Mat aosembly-plain
and/or design

Place plastic perta into e
plestic bag end seal with a
foot controlled eeslsr
machine.

Retention
Memory for sequence of operatione

Kinegasthetic memory

Collating ssseably

Place mat links onto mat wired
to fore a mat asgembly,

Bi-manual coordination
?mpulsung ebility
mot jon economy

Weat Texes Lighthouse fog Hend-foot

the Blind

coordination !:rai.neT

Pick up lerge enveloie snd
insert a leaflet, a pamphlet,
and & smallor envel¢

and a pe. 1|

Haend-foot coordination
Memory for sequence of gperation
Reaction to electrical/mechanical

Teat texse LIghthouse
for the Blind
1716 Forest Avenue
Tyler, Texas 75702

Letch plate asssmbly

Move right hand and foot in
coordination. If done
properly, a buzzer will sound.

work 18
Adaifiguuy ‘to hand tool

Hend-eye coordination/tactile
perception,

Bi-manuel coordinstion

Fine finger dexterity

Latch plate assembly

Secure latch etrips to iateh
plete with use of a rybber
mallat.

Hend-eye coordination/tectile
perception

Adaptability to hand tool
Menipulation of wriet

Electrical conduit
connector 8seenbly

Use screwdriver as a levar to

"pop™ strips off the latch
plate.

Finger dexterity

Bi-manusl coordination (hend)
Tactile perception/hend-eye
coordination

Electrical conduit
connector asaembly

Remove acrews, clemps, snd
locknut washers from conduit
connector body and place in
appropriste bins

Bi-manual coordination
Fingor doxterity
Facisl sxpression

Place clamps on connector
body, screws through clampe,
and add a locknut washer.
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NAME / ADDRE SS

NAME

WORK SAMPLE OESCRIPTIUN
ABILITIES ASSESSED

SUMMARY OF TASK

Rivet anrt esaembly

Finger dexterity
Kinesthetic assembly
Tactual perception/hand-eye
coordinat ion

Place rivet in ane of three
holes to determine rivet size
and then place in sppropriate
bin.

for the Biind
4245 QOffice Parkway
P. 0. Box 63420
Dsilas, Texas 75206

[ Dallas County Associati

Mopette assembly

Bi-menual coordination
frustration tolsrance
Speed and uccurecy
factual Dercention

Geometric design
sssenbly ~ Design [

Place aponga through hole in
handle and check it. Wrap
and tie mop head.

five fingertip dexterity
Bi-manual coordination
Frustration tolerence
Speed and accurscy
Tactuai_psrception

Nut and bolt
sssembly-disaseemb ],

Pleca metal atrips and U-
ahaped pieces on threeded
metal roda. Use hex nut to
tighten assembly

Bi-monual coordination
Frustration tolerance
Spaed and accuracy
Tactual perception

Pilace bolt through drilled
ahest and add apring, washer,
hex nut, and tighten until
spring compression is

completely closed.

Southwest Lighthoune

Clothes pin asaembly

Tactile pereeption

Remaove arma from spring to

Hessem New York
(716) 882-1025

for the Blind diasBaenbly Communicet ion-parceptive dissasemble, end then place
Manipulative ability arme back in springs to
Coordination=--bi=-manual sgaemble.
Concret v.abatract thinking
antity of production
Biind Asaoriation of Cannisters fine motor coordination Asaemble a small three-part

Ability to work at a eteady Dace

Cardbosrd partitions

metal cannister,

Identify main end crose pleces by

size
Match slot to alot
Two-hand coordinat ion

Lollate and steple
exercine

Assenble cardboard pertitions
by matching slota.

Order sequencing ability
Two-hand coordination

Collate 25 aeta of & pages
each and place staple in uppe.
laft corner.

Lﬁﬁor mat assembly

Visual imagery
Ability to duplicate a complax
pattein

yattmatically qoaemble rud
treaded door mat,
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WIRK SAMPLE DESCRIPTION

NAME/ ADDRESS NAME ABILITIES AS'ESSED SUMMARY OF TASK
WACD Lighthouse for the | Assemble metal Croga arm~-hand coordinetion Use of nute, bolte, rubber
81ind coupl ings Finger dexterity gaske’.9, metel tubes, and
700 South Fifteenth Sequential essembling end pletes to annemble &
Waco, texas 74706 metal coupling,
Tarrant County Assoc, M & M goseably Finger snd fine finger dexterity | Slip bolt tnrough flaps end
for the Blind oveluation task Following inetructions with thresd nut on just enough to
912 ¥, Broadway resprct to quelity control hold.,
Fort Worth, Texss 746104 Effactivenees of control ueing
pincer grasp
Bicycle b Bi-msnuel coordination with toola| Teke apart, clean, and put

and affectiveness in setting an
edjusteble wrench
Precision placement of ball

bearings
Adjustaent of mechanical items to
precision tolerancees by feel
Quality control
Learning end following
inatructions

Hend and finger dexterity
Avoi3ing sccusuletion of Qrease
on tirves

back together properly e
bicycle hub.

Bicycle breke
acuembly

Hand tool pre¢ iciency
Tactual identification end
Atl;ﬁﬁio: ¢t

Y to eequenca aoperations
Work place layout

Methodically diesssemble
and resssemble brake,

Tectual pureuit

Ability to uee modeling

Dstermine if number cordinates
end directionel concepts applied
Effectiveness of pincer grasp

Attempt to wire a 25 epot

matrix board in the swme

B:::arn a3 & previovaly wired
d which serves as & mode):
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NAME /ADDRESS

NAME

WORK SAMPLE DESCRIPTION
ABILITIES ASSESSED

SUMMARY OF TASK

Blind Ansociation of
Western New York

1170 Main Strest

Buffalo, New York 14209
8821025

(1ne)

Hemory box

Two hand coordinetion

Visyal imegery
Counting

Evaluetor sets up given
psttern on one boerd and
evaluee myst duplicete it o
another,

Parte-to-par.o
exercioe

Visuyel end non-visuel shape

perception

Tactile senaitivity
Basic directionality
Two hand coordination
Eye-hand coordination

Six beeic shepes have been

broken down into 10 parts,

Need to identify the proper
parte to each shape,

Plumbing values

Manysl dexterity
Fine motor coordinstion
Mental imegery

Assemble a Yaucet by way of
dieassembly ond assembly of o
valve,

Rubbar band bundle

Two hand coordination

Using & rubber bend, bundle
25 aets of 2 aticks,

Sequence board

Dexterity
fFine motor coordinetion

Many varietions but used for
concepts training, counting,
and directionality,

Sorting exercises
1. by shaps

2, by number of holeg
3. bY alze

8, fine motor eort

Tactile. senaitivity

Sortina varied objects,

Stick aseembly

Matching sizee of blocke
Mental imaqgery
Uee of omall hend tools

Aseemble wooden eticke into
various forme either b{
duplicetion or originslity,




NAME/ADDRE'SS

NAME

WORK SAMPLE DESCRIPT ION
ABILITIES ASSCSSED

SUMMARY T TASK

String cut end tie

{lns of sciesore
Tying knot
Two hend coordinetion

After cutting a two part

length of string, tie end

bundle four sticke.

Lighthouse Industries
for the Blind of Texes
& Texss Comission for
the B8lind

P, 0. Box 12866

Aust in, Texas 78711

Replecing dowele

Kinesthetic memory

Yactile end/or visusl depth
perception

Renge of motion

Manual dexterity

Ability to orgsnize materials

Pick up dowels from la

and neatly plece in small

boxes.

box

Lecing 2 slides per
strep

Finger dexterity

Kineathetic memory

Bi-manvel coordinetion
Ability to measure

Ability to count

Speed snd eccurecy

Tantile perception

Memory of sequence of sventse
Fruatration tolersnce
Manipuletion of medium sized limp
materiale

Lace slides on a strap th

@ serisn of separste move-

Bents,

l!clull and tie otraps

Ai-manual coordinastion
Kineathet ic memory

Fin?ar dexterity

Ability to use sharp tools
Manipulation of l1imp materials
Measuring ebility

3 ang accuracy

Ability to count objecte

Wrep atrap arqund card.

Remove card and tie rolled

strap with string.
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NAME /ADDRESS

NAME

WORK SAMPLE DESCRIPTION
ABILITIES ASSESSED

SUMMARY OF TASK

"Netionel Industries ,»r
the 81ind

320 Fulton Avenue

Hempstead, New York 1155(

Pointe sssembly

Fine finger menipulstion
Small part alignment
Tool usege

Retention ebility
Tactusl perception

Ascemble pointe,

LAK Lamp assembly

A,

c.

0.

E.

Wire socket

Covering socket

and installing
nipple

Inetell eide
button and
thres screws

Connect socket
to fitter,
insert instruc-
tion eheet,

packege in bag

Fold instrue-
tion sheet

Use of & screwdriver

Use of wire cutters and wire
strippers

Fine finger dexterity

Tectile .rrcopuon

Bi-asnual coordination

Fine finger dexterity
Bi-manusl coordination
Hend etrength

Use of @ screwdriver

Fine finger dexterity
l‘.lgger atrength
Tactile perception

Fine flnger manipulation
Manipulation of flimey material
Bi-manusl coordination

finger etrength

Ri-manudl coordination
Hend strength

Finger strength

Assemble wire socket

Cover aocket and inetall
nipple,

Install sjde button and
three screws into lamp fitter

Connect socket to fitter,
insert instruction sheet,
package in bag.

Fold end place instructions
in holding box,
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NAME /ADORESS

NAME

YORK SAMPLE DESCRIPTION
ABILITIES ASSESSED

SUMMARY OF TASK

South Dakota School for
the Viasually Hendic
423 17th Ave,, S.E,
Aberdeen, SD 57401

Shape end color
discrimination
Ranga of motion
Sor (tectually of
by color)

Thres pert sssembly
fastener asesmbly
Counting jig

Orill press opere-
tion (13 oteps)
Specisl relationshipy

florida Divieion of Blinq
Sarvices

2540 Exscutive Conter
Circle

West Tallahessee, FL
32301

Switchboard
Electronice training

thicaao Lighthouse for
the Blind

1850 ¥, Roosevelt Rd.
Chicego, IL 60608

Tool identification
Plug essembly

Osllas Lighthouse for th(r
6lind

P.0, Box 6442C
Opllas, TX 75306

Metal geometric
designo




NAME / ADDRESS

NAME

WORK SAMPLE DESCRIPYION
ABILITIES ASSESSED

SUMMARY OF TASK

Pittoburg @)ind Aesoc,
300 Soutn Cni? Street
Pitsburg, PA 15213

Hempatead, New York LI5S

Packaging nuts,
bolte, and screws in
poly bags and heet
soaling

Iipcoding carde
cuﬂ;imtwoﬂw
w no

sround them
Collating
Stuffing

Dept. of Ed., Division
of Blind Services,
Rehabilitation Center
for the Blind

1111 willis Ave,

Daytona Beach, FL 32014

PaX

Electronic essembly
fedio diapatch
Engine snd l[aedder
Buchannon belt
crimping
Trenacription trein-

ing

Floride Liona Conklin
Conter for Multi-
hendicapped BIind

405 White Street

Deytona Beach, FL 32014

1

Basic tool identifi-
cation

Hardware sorting
Colleting (2, 3, &

eges
Hzrduars packeging
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NAME / ADORE $S

NAME

WORK SAMPLE DESCRIPTION
ABILITIES ASSESSED

SUMMARY OF TASK

St. Joseph'a School for

the Blind
253 Buldwin Avenue
Jersey City, NJ 07306

Sorting varioun ltindJ
of obfecte
Packaging of hoepital

packages (care

)
Pm:g.?:; of various

omal]l iteme into
containara veing

Jige

Tamps Lighthouee for the

8lind
1106 W, Plett St,
Tampa, FL 33606

Count ing/bundl ing
1.0, carde

Count ing ability
Manual dexterity
Sitting tolerence

Count and etraighten 25 [.D.
cor:a end bundla with a rubbew
bend,

Sorting acrews

Size discrimination
Form discriminetion
Tactual pe ion
Following verbal ineatructions

Put handful of ecrews in
shallow sorting hox snd drew
out several screws of one
type and plece in epproprista
bin.

Nut and gcrew asaem-
bly

Finger dexterity
Tactual perception
Frustration tolerance
Material Control

Place lock washer on machine
acrew and thread onto hexagon
nut. Do aeme thing except
thread onto other eide of the
hexegon nyt ,

Note pad production

Following verbal inetructions
Metnriel control

Bi-manual coordination
Counting sbility

Cut paper, stemp, and stsple
sheeta of papar to form a
note pad,

Bi-menual bolt/nut/
washer asasembly

8i-manual coordination

Use of hend tools (combination
wenchea, vica)

Stending tolersnce

Place wesher on bolt end
stick through pre-drilled hold
in ‘. t’.ght.‘o
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NAME / ADDRESS

NAME.

WORK ¢.AMPLE OESCRIPTION
ABILITIES ASSESSED

SUMMARY OF TASK

Paper punch

Motor coordinstion
Kinesthetic memory
Fol lowing instructions
Tectual Perception

Punch holen in peper thet is
placed in e peper punch frame.

The New York Assoc. for
the Blind

{The nghthouse)

111 £. 59th Street

New York, NY 10022

Industrial work
samples

Clerical work sempl

Modificetion of eome
Tower and Micro-
Tower into braille,
lsrge print, end

tape

Torrgut County
Association for the Bling
912 W. Boradway

Nuts and bolts

Finger dexterity
Bi-menual coordination

Pen Aggembly

Bi.manual coordinetion
Finger dexterity

Put together componente of en
ink pan.

Fuel pump assembly

Bi-manual coordinaticn
Tectual perception
Finger dexterity

l;aalh.nd toola to ?ltotono
Yol pump apart end put an
already dissassembled fuel

punp.

"Weot lock® mechanica])
asaembly

Work method
Organizetion of partse
Use of a model

Assemble and dissassemble o
five board pletform, held
together by nuts, bolte,
springe, and washera.

Hand-eye- foot
coprdinstion

Hand-foot coordination
Safety awareness
Repetitive process

Insert psper into stapler,
push foot pedal to staple and
remove paper.




NAME/ ADORESS

NAME

WORK SAMPLE DESCRIPTION
ABILITIES ASSESSED

SUMMARY OF TASK

Order filling

Use of alphabet in a “syatem®
Independent judgement

Remove epecified parts from
brailled bine, Replace some
of the parts in some of the
bins in accordsnce with a

Rubber pad cutting

Following verbal inetruction
Fin?er dexterity
Abili

ty to yse hand tools

Pull rubber pad through
asssuring device and cut to
eppropriate lengths,

Driving nail with
hanmer

Bi-manaul coordinstion
Kinesthetic memory
Ability to uses hand tools

Nail different sized neile
into wood atock st instructed

Travis Associstion for
the Blind

2831 Manchaca

Austin, TX 78704

Bobby pin card Fine finger dexterity Stradle long side of 3™ X 5%
assembly Rogotitm process index card with bobby pins to
Following a model within 1/2% of sach edge.
Paper rolling Fine finger dexterity Roll 9" X 1014 paper onto &
assembly Handling of limp materisl 9" dowel and plece @ rubber

Tactual perception

band around it to hold it,
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NAME /ADORESS

NAME

WORK SAMPLE DESCRIPTION
ABIL1TIES ASSESSED

SUMMARY OF TASK

South Tewas Lighthouse
for the Blind
1907 Leopard Street

Corpus Chrieti, TX mnq

Rubber ped bundling--
rubber bend

Counting ability
Material control
Tectual perception

Pick up 12 rubber pads end
wrep 8 rubber bend around thq
making the atack as even as

m‘ai l.o

fubber psd cutting

Following verbal instruction
Finger dexterity
Ability to use hand tools

Pull rubber ped through
messuring device and cut to
eppropriate lengths.

Driving nail with
hammer

Bi-menaul coordination
Kinesthetic memory
Ability to uee hend tools

Nail different sized naile
into wood etock a8 instructed

San Antounio Association
for the Blind

2305 Roosevelt Avenus
Po 00 BO’ 10231']

San Antonio, TX 78210

Matehing shape board-
color

Color discrimination
Kinesthetic memory
Physical orientation
Use of residusl vision

Place shapes on shepsboard
according to eize sand color

one, at a time,
fa.liinq off.

Doub le-ender pencil
aeaenbl; (1ip lead
plunger

Tactile atrength

Following verbal inetructions
Safety awareness

Eye-hand coordination

Step~by-step conetruction of
e double ender pencil.,

1
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COMMERCIAL WORK SAMPLE
SYSTEMS AND THE
VISUALLY IMPAIRED CLIENT

Two commercial work sample systems have been designed which include
adaptations for the visually impaired, VALPAR and the McCarron-Dial
Vocat ional Evaluation System, VALPAR has also specificially developed a
work sample for measuring perceptual skills of the visually impaired

person,

VALPAR Components Work Sample

VALPAR presently has modified six of its work samples to be used
with the visually impaired: Small Tools, Size Discrimination, Upper
Extremity Range of Motion, Simulated Assembly, Ffull Body Range of
Motion, and Tri-Level Measurement. These modifications, called "B-Kits"
arc ava.lable for $150.00 each (1980 price) for installa’ion on existing
VALPAR work samples. The B-Kits involve modifications in administration
procedures as well a= some modified hardware,

Both benavior (or learning style) and performance are evaluated.
According to VALPAR literature, behavioral assessment pertains to the
action displayed by the client in a nonrestrictive learning environment

which concentrates on the cl'ent's mode of learning. It is possible to
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chart a learning curve “"which will represent adaptive behavior for any
given task® (VALPAR, 1982). VALPAR developers have attempted to
separate learning from performance so that work samples may be used for
assessment of learning as well as present skill level.

VALPAR adaptations for the blind include clients' additional hard-
ware which usually provide tactual cues which substitute for visual
cues. It should be noteq, however, that a number of practitioners have
reported that VALPAR work samples with minimal modifications are usable
with visually impaired persons. This may preclude the need to purchase
the modifications. The hardware modifications are summarized below.

VALPAR reports several developmental efforts to better serve
visually impaired persons but, at present, research norms are available.
These norms are based on ten administrations for each work sample where
evaluees were employed in assembly, laminating, and packaging jobs.
National norming is presently underway using rehabilitation facilities
for the blind. Additionally, B-Kits nearing a stage of readiness
include Numerical Sorting, Clerical Comprehension ind Aptitude,
Independent Problem Solving, Multi-Level Sorting, Integrated Peer
Performance, Electrical Circuitry, and Print Reading. A study is pres-
ently underway to determine perceived effectiveness of VALPAR units that
have been modified. Contact: John McConnell, 5722 University Avenue,

Halifax, Nova Scotia, Canada 3HIVS.

CuBE
VALPAR has also developed CUBE {Conceptual Understanding through

Blind Evaluation), a work sample purported to measure “the separate and
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collective perceptual abilities that assist a person in compensating for
visual impairment" (VALPAR, 1982). The work sample consists of several
parts. These parts include.

1. A stainless steel cube about 1 foot on each side mounted on a
pedestal attached to a box base. The pedestal is adjustable so
the CUBE can be raised or lowered to accommodate standing or
seated clients.

2. An evaluation table consisting of two storage units and a flat
work surface.

Cost of the CUBE is $1950 (1980 price). The CUBE battery consists of
six exercises, an orientation to the work sample materials, activities,
and lay-out.

In Part one, tactual perception is assessed as discrimination.

These activities include discrimination between rough and smooth
obiects, geometric shapes, and tactual discrimination from verbal cues.

Progress becomes increasingly difficult with each step. Part two, mobil-

jty discrimination, purports to measure the client's ability to move and

work in a limited space and to discriminate sizes, weights, textures,
and physical similarities. To assess these abilities, the client must,
while working in a small triangular space, transfer objects from the
evaluation table to the CUBE. Scoring is based on the evaluee's ability
to remain within this restricted area.

In Part three, the spatial organization and memory element of the

work sample, the evaluee must visualize, organize, and remember infor-

mation that rotates from one place to another on the CUBE.

149

163




An  object remains the same in shape and con-
figuration but 1is no 1longer in the same position after
rotation. The evaluee is asked to reproduce a number of

shapes from a side panel on the CUBE in the same dimen-
. sjons of a top panel (YPLPAR, 1982).

For Part four, assembly and packaging, an attempt is made to
measure client's ability to select appropriate packaging materials. The
client is asked to complete a cylinder assembly using rings, couplers,
and an assembly jig. Once again, the tasks move from simple to complex.

The last task requires the client to complete an elecrical wiring

assembly.

Part five, audile perception, attempts to measure the ability to

use auditory input for tasks requriing mobility and understanding.
Several exercises are used which again begin with more simple exercises
and progress to more diffcult ones. For example, a small sound device
is used to emit a continuous tone. The client is asked to identify
where the sound is coming from as the evaluator moves about the room.
The exercises for sound identification begin with recorded versions of
common sounds such as a telephone or doorbell and move-to environmental
sounds such as a checkout stand in a grocery store; the visually
impaired person is finally asked to decipher three simultaneous conver-
sations,

The CUBE attempts to assess traits that have been previously iden-
tified as important for visually impaired persons (Bauman, 1975).
However, no research has been reported on the practical and frogrammatic
usefulness of the CUBE in the job or training placement of visually

impaired individuals.
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McCarron-Dial Work Evaluation System

The McCarron-Otal Work Evaluation System (MOWES) has alsd been
adapted for use with the visually tmpaired population (McCarron, 1980).
Modifications include

}. use of the verbal portion of the WAIS to measure verbal-

cognitive skills,

2. substitution of a spectally designed test, the Haptic Memory

Matching Test (HMMT) for the Bender-Gestalt, and the Haptic
Visual Discrimination Test (HVOT) as a measure of sensory abfl-
tties, and

3. changes fn the administration procedures for the motor testse-

McCarron Assessment of Neuromuscular Disability (MAND).

As with the standard MOWES, five factors are used to analyze eval-
uec strengths and weaknesses and to determine the general level of
vocatfonal functioning, e.g., placement in a continuum of vocational
services: day care, adult activity, extended sheltered employment, and

transitional/community programming.

Non-commercial Adaptations of Work Sample Systems
Many rehabi'itation facilities and state schools use commercial
work sample systems with visually impatred persons and have often made
modifications of these tests. Summarfes of systems listed below are
presentrd on the following pages and are followed by a brief discussion
of the use of each with visually impatred persons. In some cases, spe-

cific modifications are tdentified.
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11.
12,
13.
14,
15.
16.
17.

Comprehensive Occupational Assessment and Training System
(COATS)

Hestor Evaluation System (HES)

Jewish Employment and Vocational Service Work Sample System
(JEVS)

McCarron-Dial Work Evaluation System (MDWES)

Micro-Tower (MT)

Prevocational Readiness Test (VALPAR #17)

Project Discovery

SAGE

Talent Assessment Programs (TAP)

Tool Technology (MIND)

TOWER system

VALPAR Component Work Sample Series

SINGER Vocational Evaluation System

Vocational Information and Evaluation Work Samples (VIEWS)
Vocational Skflls Assessment and Development Program (USADP)
Vocational Temperament and Aptitude System (VITAS)

Wide Range Employability Sample Test (WREST)




COMPREHENSIVE OCCUPATIONAL ASSESSMENT AND
TRAINING SYSTEM (COATS)

Prep, Incorporated Target Group: Secondary students,
1575 Parkway Avenue all disabilities. Blind and Deaf
Trenton, New Jersey 08628 individuals may experience dif-
ficulties.
Summar

COATS is one of the most comprehensive vocational assessment

systems available; it contains four components:

1. Job Matching System: A computer printout match of the evaluee
to training programs or jobs based on the evaluee's responses
to 15 audio-visual cartridges dealing with preferences,
experiences, and abjlities is provided to the vocational eval-
uator.

2. Employability Attitudes System: The evaluee's attitudes and
behaviors are determined and are compared with attitudes that
employers see as important. Six audio-visual cartridges con-
taining simulated work situations are used in the evaluation
process,

3. Work Sample System: Twenty-six work samples have been devel-
oped around the U.S.0.E. clusters. Work samples include
electrical, automotive, clothing and textiles, sales and medi-
cal services.

4, Living Skills System: Six audio-visual cartridges containing
18 "adventures" evaluate the following evaluee skills and

knowledges: reading, writing, computation, problem-solving,
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speaking-iistening, consumer economics, occupational knowlege,

community resources, health, and governmental law,

Process

These four components may be used independently of each other, The
Job Matching System may be used to screen the student for the most
appropriate work samples to be administered. To complete all 26 work
samples, 52-93 hours are required; however, only four to ten are usually
used for one person, All components except the work samples may be
administered to small groups. An eighth grade reading level is required

for use of written materfals which can, however, be read to the evaluee,

Reports

A1 reports are computer scored and returned with a detafled

interpretive print-out, The work samples, however, may be hand scored.

Use with Visually Impaired Individuals

A1l components of COATS are highly dependent on the use of .audic-
visual materials. However, tor use with the partially sighted and the
blind evaluee, some modifications are possible, Wnen filmstrips are
used, the audio content is relatively explicit, thus allowing COATS to
be used with blind and visually impaired persons, Botterbusch (1980)
considers COATS the most comprehensive commercial vocational evaluation
system. 1Its main drawback ts cost, but component parts may be pu-chased

separately. A strength of the work samples for use with visually
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impaired populations is that they focus on skilled and technical pro-
fess.ons., This focus affords the evaluator an opportunity to assess
visually impaired people for occupations at these levels, Modifications
in administrative procedures and the use of adapted materials and tools
will need to be employed. However, no rehabilitation facilities for
visually impaired people report using COATS and no sStudies been iden-
tified using COATS with this population,

Cost
Job Matching System $2,080.00
Employability Attitudes $1,285.00
Living Skills $1,275.00

Work Samples--range from $435,00 to $1,450.00 each, with consumable

supplies provided for 20 persons. Average cost per person for scoring
is $5.09,
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HESTER EVALUATION SYSTEM (HES)

Evaluation Systems, Inc. Target Group: All disabled popu-
640 N. LaSalle St-eet lation
Suite 698

Chicago, IL 60601

Summar

HES employs 26 separate performance and paper-and-pencil tests to

measure 28 ability areas which are classified into seven groups:

1. unilateral motor ability,

2. bilateral motor ability,

3. perceptual,

4, perceptual motor coordination,
5. 1intelligence,

6. achievement, and

7. physical strength.

Scores ¢n these seven groups are intended to relate the client's abili-

ties to the data-people-things system of the DOT.

Process

The components of HES are given in a testing atmosphere. Evaluee
input and feedback appear to be of 1ittle importance. The battery can
be administered in five to seven hours. Some tests are administered

individually; others may be administered in small Qroups.
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Reports

A ——

Standardized forms are used to input data which are processed by
computer at the HES Chicago office (by mail or by direct computer ter-
minal linkage). The computer print-out contains four major sections:

1. demographic information,

2. scores for each test,

3. data-people-things hierarchies showing the evaluee's level of

functioning, and

4. specific DOT job titles sorted from most to least feasible.

Use with Visually Impaired Individuals

Most HES performance tests rely on visual-perceptual cues. HES
modifications for the visually timpaired client appear to be somewhat
difficult. No commercfal adaptations are available or planned. The
lack of information concerning validity and the procedures used for
matching assessed traits with jobs {s of concern. Botterbusch (1980)
recommends using the HES for "inftial screening at the beginning of the
vocationatl evaluation process.” One survey respondent reported using
HES as a screening fnstruiient with visually impaired clients:

Addie McBryde Rehabilitation Center for the Blind
P. 0. Box 5314
Jackson, MS 39216

contact: Victoria Houser (601) 354-6428
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Cost

$7,200,000 for all equipment, paper-and-pencil tests, data sheets,

forms for 100 clients, and evaluator trai ing in the use of the HES.




JEWISH EMPLOYMENT AND VOCAT'ONAL SERVICE
WORK SAMPLE SYSTEM (JEVS)

Vocational Research Institute Target Group: Disadvantaged and
Jewish Employment and Vocational other special needs groups.
Service

1700 Samson Street, 9th F1.
Philadelphia, PA 19103

Summar

JEVS 1s based upon a traft-factor approach which uses work samples
to assess aptitudes and behaviors as related to the worker trait groups
of the DOT. Twenty-eight work samples are arranged in ten worker-trait
groups.

1. handling;

2. sorting;

3. inspecting, measuring, and related work;

4, tending and manipulation;

5., routine checking and recording;

6. classifying, filing, and related work;

7. 1inspecting and stock checking;

8. craftsmanship and related work;

9., drafting and related work; and

10, costuming, tailoring, and dressmaking.
Process

The 28 work samples are administered in order of difficulty. Work

sample administration resembles a formal testing situation, and evaluee
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tnput and feedback 1s not emphasized. Six or seven full days are

required to complete all 28 work samples.

Regorts

Standardized forms are used for each work sample.

Use with Visually Impaired Individuals

While a number of rehabilitation facilities report using the JEVS
with the visually impaired, no commercial adaptations or studies have
been {implemented, though JEVS has considered possible adaptations
(Bauman, 1975), Among facilities reporting using the JEVS is:

Jewish Guild for the Blind

15 W, 65th Street
New York, NY 10023

Contact: Ms. Barbara Greenstein (212) §95-2000

The reltance of the JEVS system on the trait system defined in the
DOT  impaired fts use with the visually impaired (see discussion of
trait approach 1in Chapter 3). Additionally, the low face validity of
the JEVS tasks limits career exploration; in some cases, traits
required by the task are not the same as traits needed by the blind or
visually impaired person on the job. Dicksen (1976) has suggested that
the JEVS be modified as follows:
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Work Sample

Suggested Modifications

Nut, bolt, washer
assembly

Rubber stamping
Washer threading

Budgette assembly

Sign making

Tile sorting
Nut packing

Collating leather
samples

Grommet assembly

Coupling (union)

Belt assembly

Make sure all parts are present. Have one of
each set assembled as a model

Sight required to follow model, but verbal
instructions could be substituted.

Use raised or specially marked ruler.
Provide metal needle threader and raised or

marked ruler or a sample piece of string of
the correct length.

Requires measuring the drawing. May not be
related to feasible jobs.

Requires enough vision to discriminate colors.
wo madifications needed

Requires sight to discriminate colors and tex-
tures.

Can be done totally by feel.*

Can be done totally by feel with good descrip-
tion and if client is familiar with terms.
May provide model or use wide felt tip pen to
draw diagram for partially sighted clints.

No modif ications needed.

*CAUTION: During administration of the grommet assembly work sample, make
sure that the client keeps fingers outside of, not on top of or underneath,
the grommet while pressure is being applied. Having a fingernail under the
grommet can result in a painful injury.
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Work Sample

Suggested Modifications

Metal square
fabricating

Hardware assembly

Telephone assembly

Large lock assembly

Filing by numbers

Proofreading

Filing by three
letters

Nail and screw sorting

Adding machine

Pa roll computation
Computing postage
Typing

Resistor reading

Pipe assembly

Has written instructions. May be dangerous
and unrelated to feasible job.

No modifications needed.

Instructions are written and diagramed.
Requires color discrimination for wires. May
be unrelated to jobs held by visually impaired
clients. .

Put tape on top for identification. Make sim-
plified diagram with heavier black lines for
those with some vision.

Impractical for low visio:. May be done in
braille or large print if jobs could adapted.

Impractical for low vision. DOT 1ists job for
braille proofreader, so could be adapted to
that.

Same as for filing by numbers.

Could be done totally by feel.

Tedious and impractical unless done in large
print or braille.

Impractical,

Impractical.

Make into dictaphone typing.
Requires good sight.

No modifications needed.
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Work Sample Suggested Modifications

Blouse making Best for someone with prior knowledge of
basic sewing techniques.

Vest making Best for someone with prior knowledge
of basic sewing technigues.

Condensing principle Impractical, unrelated to feasible jobs.

drawing

Cost

——

$7,975.00 includes all work samples, forms, shipping, and tuition
for the required training of one person in Philadelphia. Transportation

and room and board expenses must be borne by the purchaser.
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McCARRDN-DIAL WORK EVALUATION SYSTEM (MDWES)

McCarron-Dial Systems Target Groups: Developmentally
P. 0. Box 45628 disabled individuals.
Dallas, Taxas 75245

Summary

The MDWES w.. designed to predict client program placement in activ-
ity centers, sheltered workshops, or competitive employment., Five eval-
uee trafts are assessed:

1, verbal-cognitive,

2. motor,

3. sensory,

4, emotional, and

5. integration-coping
The tests used to assess these skills include: the Wechsler or Stanford-
Binet intelligence tests, the Peabody Picture Vocabulary Test, the
Bender Motor Gestalt Test, the Haptic Visual Discrimination Test, the
McCarron Assessment of Neuro-muscular Development (MAND), and <Iwo
observation forms--the Dbservational Emotional Inventory (OEI), and the
Behavior Rating Scale (BRS). The Street Survival Skills Questionnaire

{SSSQ) has recently been added as a measure or adaptive behavior,
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Process

A1l assessment except the OEI and BRS may be done in four to six
hours in an individual, forma) test®ng situatfon. The behavior ratitgs
are designed for use in a sheltered workshop setting over a period of

one week. None of tne tests requires the evaluee to read.

Reports
Standardized forms are used, including a profile form with the final

report. The manual gives examples of narrative reports.

Use with Visually Impaired Individuals

The MDWES was designed to assess the ability of mentally disabled
persons to function at job levels,

Botterbusch (1980) suggests that the MOWES may be hest used as ", .

a preliminary assessment device far assessing general levels of func-
tioning prior to . . ." more comprehensive assessment. As previously
discussed, the MDWES ts one of the few commercial vecational evaluation
systems that has made specific modifications For the visually impaired.
One program reporting use of the MOWES ts:

Travis Associatfon for the Blind

2831 Moachaca

Austin, Texas

Contact: Ms. Rebecca Langford (512) 442-2329

Cost

T it e

The five separate kits of the MDWES cost:
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Auxiliary (PPVT, Bender, etc.) $168.00

Haptic $296.00
HMMT Adaptation $567.00
MAND $236.00
$55Q $125.00
HNMT $490.00
$1,882.00
1o0

©

ERIC

Aruitoxt provided by Eic:
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MICRO-TOWER (MT)

Micro-Tower Target Group: All special needs
ICO Rehabilitation and groups except the trainable men-
Research tally retarded.

340 East 24th Street
New York, NY 10010

The MT is basically a group aptitude test which uses work sample
methods to measure seven aptitudes which are similar to those defined in
the DOT. Thirteer wark samples are used to measure these aptitudes:
1. Motor: electronic ccrnector assembly (F), bottle capping and
packaging (M), and lamp assembly (K):

2. Spatial:  blueprint reading (S), and graphics {illustraticn
(3,K);

3. Clerical Perception: filing (Q), mail sorting (Q,M), size
coding (Q), and record checking (Q);

4. Numerical: making change (N), and payroll computation (N); and

5. Verbal: want ads comprehension (V), and message taking (V).

Process

These work samples are admiristered in smali groups over a period
of 15-20 hours. Instructions are given by evaluator demonstration and
audio-cassette tape. No written instructions are used. There are five
steps in each work sample:

1. occupational orientation,
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2. basic instructions,
3. practice,
4, timed evaluation, and

5. self evaluatior,

EEPO'tS

Standard forms are used to record performance, and three forms are

used for the final report. A computer print-cut which relates results

to specific jobs in the DOT is also avatlable.

Use with Visually Impaired Individuals

The MT uses a standardized'psythological testing approach to apti-
tude assessment. The group administration maximizes evaluator time, but
it may hinder attention to the individual evaluee. This may be par-
ticularly true wnen it ts administired with both visually impaired and
sighted clients. ©One rehabflitation facility reports having brailled
some of the MT materials:

New York Lighthouse for the Blind

11 €. 59th Street
ew York, NY 10022

Contact: Wesley Sprague (212) 355-2200

Cost

The cost depends on the number . <vaiuces tested fn a group.
Since each operson requires a separate set of equipment, prices below

tnclude forms for 100 persons per work sample,
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# Persons Tested Price

8 $7,943

7 $9,023

10 $10,103

20 $13,703

20 $17,303
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PREVOCATIONAL READINESS TEST (VALPAR #17)

VALPAR Corporation Target Group: Retarded
3801 E. 34th Street
Tucson, Arizona 85713

Summar

VALPAR #17 {s designed to assess the functional skills of mentally
retarded persons. The work sample contains five areas, each of which
has several components.

1. Developmental Assessment: measures pattern/color discrimina-

tion and manipulation, manual coordination; work range; dynamic

strength; walking; and matching/vocatfonal knowledge/

measurement,
2. MWorkshop Evaluation: simulates an assembly process.

3. Vocational Interest Screening: uses sound/slide

fnterest/assessment format,
4, Social/Interpersonal Skills: contains a two page rating form,
5. Independent Living Skills: focuses on transportation, money,

skills, grooming, and livina environm- at skillis,

The instructions and processes are Jesigned for more severely mentally

handicapped students.

Process

Most tasks are administered fndividually over five and one half hour

period,
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Reports

Each of the five areas uses standardized forms for recording
responses and scoring. An Individual Exit Profile provides a summary of

all five areas.

Use with Visually Impaired Individuals

The system is attractive and well designed. However, inadequate
technical information is provided in the manual. The system appears to
have the most potential for severely mentally retarded people. While
specific adaptations for the visually impaired are not available, area
1, 2, 3, 4 and parts of 5 appear to be usable with modifications. OQther
component areas would require substantial modification due to their
relfance o visual cues. No rehabilitation facility included in the

survey reported using VALPAR #17 with visually impaired individuals.

cosT

$3,200.00
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PROJECT DISCOVERY

Experience Education Target Group: Al
401 Reed Street
Red Oak, Iowa 51566

Summary

Project Discovery was originally developed as a career exploration
tool to be used by special needs students. Twenty-seven modules have
been developed that provide hands-on learning exploration experiences in
the following career clusters: construction, transportation, business
and office, marketing and distribution, communications and media, public
service, agri-business and natural resources, consumer and homemaking,
health occupations, personal services and manufacturing. Project
Discuvery has recently made efforts to systematipally use these medules
for vocational education. Analysis has been done on each work module so
that skills and abilities required for each module are described in

terms of worker characteristics as described in the DOT.

Process

Students use various modules in Project Discovery based o .n
Individualized Assessment Plan. Student responses are recorded on a
composite "(Qualifications Profile" sheet which uses terms associated
with the DGT, A worker interest survey and other resources are used to

fdentify student interest, A publication entitled Classification of

Jobs According to Worker Trait Factors (Field & Field, 1980) is used to
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compare the student profile to the profile required of various jobs as

1isted in the DOT.

Reports
Helpful reporting forms for each module and suggestions for com-

piling a final report are available.

Use with Visually Impaired

Project Discovery employs a “direct observation® approach to voca-
tional evaluation that is criterion-referenced and task oriented. This
approach easily combines exploration and assessment and - *lates these to
terms 1n the DOT. The vocational evaluation manual provided is both
thorough ¢nd practical. If modules are modified using adaptive
materials for blind people, Project Discovery offers a good career
exploration and assessment tool. No programs for blind people, however,

have reported use of these modules.

Cost

Modules vary in price from $50.00 to $1,950.00 each.

187

173




Progressive Evaluation Target Group: Al
Systems Corporation

2]l Paulding St.
Pleasantville, NY 10570

Summar

SAGE 1s a battery of psychological, performance, and aptitude tests

that attempts to measure traits as defined by DOT and to compare an

individual's worker Qualifications Profile with the requirements of jobs

as published in the Classiffcation of Jobs According to Worker Trait

Factor (Field & Field, 1980), The system consists of four parts.

ll

2,

3.

4,

Vocational Interest Inventory (VII): presented to the client
via an audio-visual format coordinated with an inventory
booklet;

Cognitive and Conceptual Abtlities Test (C~CAT): designed to
measure General Education Development {GED) and reasoning,
language and math aptitudes;

Vocational Aptitude Battery (VAB): an aptitude test measuring
all eleven DOT aptiftudes; and

Assessment of Work Attitudes (AWA): a written test in which an
individual evaluates real life, work-oriented situations. The
evaluee responds to each situation by estimating how many

people would act, think, or feel a certain way in a situatfon,

A Work Readiness Index fs developed which ts supposed to indicate a
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person's level of work readiness. Software for use with microcomputers

in matching jobs and client characteristics is also avaflable.

Process

Administration takes around four hours.

Reports

Clear report forms are provided on which scores are converted to
DOT Worker Qualifications Profiles numbers., This profile may then be

compared to job requirements.

Use with Visually Impaired

No information is presently available concerning SAGE's use with

visually impaired persons.

Cost
VAB $4,995.00
VII $ 600.00
C-CAT $ 600,00
AWA $ 500.00
Total $6,495,00
Software for TRS-80 III $ 950.00
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TALENT ASSESSMENT PROGRAMS (TAP)

Talent Assessment, Inc. Target Group: All except TMR.
P. 0. Box S087
Jacksonville, FL 32205

Summary

TAP consists of ten tests of perceptual and dexterity skills that
measure dexterity, visual and tactile discrimination, and retention of

uetails. The test results are compared to the job titles of the DOT.
The ten tests included are:

1. structural and mechanical visualization,

2. discrimination by size and shape,

3, discrimination by color,

4, tactile discrimination,

5. fine dexterity without tools,

6. gross dexterity without tools,

7. fine dexterity with tools,

B. gross dexterity with tools,

g, flowpath visualization, and

10. retention of structural and mechanical detail.

Process

TAP lends itself to a formal testing atmosphere and can be admin-
istered in around two and one-half hours. Vocational exploration and
evaluee involvement are minimal. A1l tests are individually admin-

istered, and no reading is required.
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Reports

A raw score form . and profile sheet are used, The profile sheet
contains a profile of the percentile scores for each work sample, a
Talent (..otient (based on the total weighted results), and a space for a

narrative report.

Use with Visually Impaired

TAP does not claim to assess all vocationally significant
abilities; it assesses dexterity, retention, and discrimination abili-
ties. Use of TAP for vocational placement, therefore, must bz compli-
mented by additional assessment information. No specific adaptations
are reported for the visually impaired population. A1l of the ten tests
except color and flow path visualization can be adapted for the yse of
blind c¢lients,  However, two standard dexterity tests acapted by
Bauman (1968) are used with the system; modification on these teo tests

may be made for the partially sighted.

Cost

$13,100.00. Price includes delivery and on-site staff training.
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TOOL TECHNOLOGY {(MIND)

MIND Incorporated Target Group: All
181 Main Street
Norwalk, Connecticut 06851

Summary

MIND is not a vocational assessment system by design. No norms are
available. Assessment information can be collected, however, using Tool
Technology. Tool Technology is basically an in-depth, hands-on audio-
visual that provides training in the use of basic hand tools. Modules
are available in 16 areas: general screwdrivers, ger2ral wrenches,
painting tools; hamm.rs; rules, sauares, and levels; hand drills;
pliers; cutting tools; socket wrenches; hand saws; files and planes;

meters and gauges; pipe fitting tools; micrometers and metric rules; and

squares and levels.

Process
A student uses a videotape cartridge that directs him through work

activities involving the use of small tools. The evaluator observes the

student and makes notations on standard forms concerning abfilities.

Reports

Standard forms are provided.
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Use with the Visually Impaired

MIND is highly dependent upon visual teaching devices. Those with
useful vision could use the system. However, for the totally blind stu-
dent or client, significant modifications would need to be made. These
include substitutions of adaptive materials, e.qg., a micrometer with
raised markings. Despite these problems, however, the teaching format
of MIND does provide opportunities for assessment of learning abilities,
pace and style. MIND purports to relate tool use to worker trait groups
in the DOT. The materials can be used for both assessment and prevoca-
tional training. In terms of assessment, they may be especially useful
in determining whether a visually impaired student can learn through an
audio-visual format. The MIND was reported to be in yse in at least one
institution serving a visually impaired population:

Wisconsin School for the Visually Handicapped

1700 ¥. State Street

Janesville, Wisconsin 53545

Contact Mr. Robert Arnot {608) 775-2977

Cost

Combined instruction-assessment AV modules $465.00 each
Simulator board {1 per station) $ 95.00
AV instrument $498,00
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THE TOWER SYSTEM (TOWER)

ICD Rehabilitation Research Target Group: Disadvantaged;
340 East 24th Street disabled
New York, NY 10010

Summar

TOWER contains 93 work samples arranged into 14 job training areas:
clerical, drafting, drawing, electronics assembly, jewelry manufacturing,
leather goods, machine shop, lettering, mail clerk, optical mechanics,
pantograph engraving, sewing machine operation, welding and workshop

assembly. Unlike gther work sample systems, TOWER does not sell hard-

ware, Each program must construct its own work sample from plans.

Process ‘

TOWER work samples are presented in order of complexity in each job
area, Completion 0% all work samples takes approximately three weeks,
but few evaluees are asked to complete all work samples. A fairly high
reading level is required. The sophisticated work samples tasks mini-
mize its use with low literate and mentally retarded students. TOWER's

use of realistic work samples is emphasized, which may encourage signif-

icant vocational exploration by the client.

Reports

Standardized forms are used. The three page final report contains

work and personal characteristic ratings for each of the 14 job areas.
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A narrative report is also included.

Use with Visually Impaired Individuals

TOMER suffers from the same problems that any test with written and
pictorial instructions has. Use of modified administration instructions
and adaptive tools, however, could make the TOWER usable with visually
impaired clients. Two rehabilitation facilities reported using the
TOWER with visually impaired persons. The second program indicates that
it has brailled some of the TOWER materials.

1. Jewish Guild for the 81ind
15 West 65th Street
New York, NY 10023
Contact: Ms. Barbara Greenstein (212) §95-2000
2. New York Lighthouse for the 81ind
111 E. 59th Street
New York, NY 10022

Contact: Mr. Wesley Spraque {212) 356-2200

Cost
$300.00 for copies of work sample manuals and forms. Estimates to
construct all work samples is $5,000.00. Training is required for

purchase.
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VALPAR COMPONENT WORK SAMPLES SERIES {(VALPAR)

Valpar Corporation Target Group: Al1 special needs,
3801 E. 34th Street especially industrial disabled.
Tuscon, Arizona 85713

Summary

VALPAR currently consists of 16 individual work samples which
attempt to measure single worker traits such as eye-hand-foot coor-
dination. Work samples include: small tools {mechanical), size discrim-
ination, numerical sorting, upper extremity range of motion, clerical
comprehension and aptitude, independent problem solving, multi-level
sorting, simulated assembly, whole body range of motion, tri-level
measurement, eye-hand-foot coordination, soldering and inspection, money
hand1ing, integrated peer performance, electrical circuitry and print
reading, and drafting. VALPAR is a unified work sample system. Its

components or 16 work samples may be purchased separately.

Process

Each of the u0rk samples can be completed in one to two hours.
Reading is required only for those samples representing jobs which
require reading., Modifications for use with visually impaired persons
are available for the first ten components. Videotapes and signed
instructions are available for deaf persons on VALPAR except for
integrated peer performance, which is the only work sample not indivi-

dually administered.
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Regort

A separate reporting form 1is used for each work sample. No

suggestions or format are provided for a final report.

Use with Visually Impaired Individuals

As discussed previously, VALPAR has made commerical adaptations for
the visually impaired client. However, some practitioners report that
most VALPAR work samples can be used effectively with a few modifica-
tions. Dicksen (1976) states that many of the samples "may be used with
blind clients with 1ittle or no modification since no reading is
required." Some require a considerable amount of vision, while others
can be done totally by feel, As with all the systems, it is important
that the client be allowed plenty of time to become oriented to the
task, learn where all the parts are and what is expected before
testing. Dicksen (1976) has also identified suggested modifications for

several of the work samples,

Work Sample Suggested Modifications

Small tools (mechanical) Verify that all tools and correct
number of parts are in tool kit.
Ask client if he has any speci-
fically adapted tools he usually
uses.,

Size discrimination No modifications needed.




Work Sample

Suggested Modifications

Numerical sorting

Upper extremity range of motion
Clerical comprehension and aptitude
Independent problem solving
Milti-level sorting

Simulated assembly
Whole body range of motion

Tri-level measurement

Small Tools (mechanical)

Size discrimination

Numerical sorting

Upper extremity range of motion

Clerical comprehension and
aptitude

Independent problem solving

184

Person must have enought vision
to see small black numbers on
white plastic chips.

Can be done totally by feel with
modifications.

Requires reading and using stan-
dard forms. Good vision required.

Requires visjon. Evaluator can
punch answers in answer Sheet.

Requires enough vision to read
small numbers on plastic chips.

No vision or modifications needed.
No vision or modifications needed.
Requires vision adequate to read
numbers on a micrometer. Limited
feasible jobs.

Verify that all tools and correct
number of parts are in tool kit.

Ask client if he has any spe-
cially adapted tools he usually
uses.

Person must have enough vision to
see small black numbers on white
plastic chips.

Can be done totally by feel with
modifications.

Requires reading and using stan-
dard forms. Good vision required.

Requires vision. Evaluator can
punch answers in answer Sheet.
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Work Sample Suggested Modifications

Multi-level sorting Person must have enough vision
to see small black numbers on
small numbers on plastic chips.

Simulated assembly No vision or modifications
required.

Whole body range of motion No vision or modifications
required,

Tri-level measurement Requires vision adequate to read

numbers on a micrometer., Limited
relationship to feasible jobs.

Eye-hand-foot coordination Requires vision.
(electronics)
Soldering and inspection Manual suggests should not be

used by visually impaired.

VALPAR was reported as the most used commercial vocational evalu-
ation system by programs working with blind persons. Following is a
listing of facilities reported to yse elements of the VALPAR system.

1. Virginia Rehabilitation Center for the 81ind

401 Azalea Avenue
Richmond, VA 32227

Contact: Mr, Steve Boston (804) 264-3151

2. Tampa Lighthouse for the Blind
1106 W. Platt Street
Tampa, FL 33606

Contact: Mr. W. D. Sims (813) 251-2407
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3. Addie McBryde Rehabilitation Center for the Blind
P. 0. Box 531%
2550 Peachtree Street
Jackson, MS 39216
Contact Ms. Victoria Black (601) 354-6428

4, Arizona State School for the Deaf and Blind
P. 0. Box 5545
Tucson, AZ 85703

Contact.: Ms. Doris Senor Waltman {60?) 628-5938
5. lIowa Braille and Sight Saving Schoo?

1102 G. Avenue

Vinton, Iowa

Contact: Mr. Bruce Armstrong (319) 472-2811

6. Arkansas School for the Blind
2600 West Markham
P. 0. Box 668
Little Rock, Arkansas

Contact: Ms. Jeanette Horton 663-4165
7. Vision Cente of Central Ohio

1393 N. high Street

Columbus, Ohioc 43201

Contact: Ms. Joanna R. Bethel {614) 294-5571
8. Travis Association for the Blind

2831 Manchaca

Austin, Texas

Contact: Ms. Rebecca Langford (512) 442-2329

Cost

Each of the work samples is priced separately. The prices range

from $495.00 to $900.00 eack.
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THE SINGER
VOCATIONAL EVALUATION SYSTEM (SINGER)

Singer Educational Division Target Group: All
Career Systems

80 Commerce Drive

Rochester, NY 14623

Summar

SINGER includes 25 work samples, each sold in a separate carell.
Each carell contains an audio-visual instrument and the tools needed to
complete the work sample. Each work sample relates to a specific
cluster of occupations. Work samples include bench assembly, plumbing
and pipe fitting, woodworking, cooking and baking, small engine service,
medical service, cosmetology, data calculation and recording, soil

testing, photo lab technician, household and industrial wiring, welding

and brazing, and office services.

Process

Each work sample is individually administered. Each takes two and
one-half hours to complete. All instructions are prerecorded and pre-
sented to the evaluee by a film-strip and audio-cassette tape. A slide
interest 1inventory is given to help determine which work samples the
evaluee should take. Each work sample begins with occupational infor-
mation concerning the work area being assessed. This is followed by
step-by-step instructions for the task. The work samples can be used in

any order. Some filmstrip modifications are available for deaf and
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hard-of-hearing individuals.

Reports

Standard forms are used. No recommended final report is provided.

Use with Visually Impafred Individuals

The audio-visual format of the system provides some difficulties
for visually impaired Jersons. However, clients with useful visfon
should find 1ittle difficulty. Dicksen (1976) reports successful use of
Singer by the Wisconsin School for the Visually Handicapped “for evalu-
ation, for exploration, for hands-on experiences in regularly defined
situatfons, for listening to directions, for relation to our mobility
program, for staff involvement.® Most for the students at the Wisconsin
School evaluated on the SINGER were partially sighted.

For the totally blind evaluee, Dicksen (1976) reports the use of
slight modifications including ® , . . use of braille rulers, tndividual
instruction, descriptions of tool locations and reference points on the
objects being fabricated; the required length that preceded it; large-
face type on 3" X 5" cards in the Office Trades work station; use of an
awl instead of a pencil to scratch-mark wood: and use of a small tray in
the Bench Assemby task to hold initfal selection of one screw and one
bolt of each type.

Dicksen (1976) has suggested the following modifications of specific
SINGER work samples:
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Work Sample

Suggested Modifications

Basic tools

Bench assembly

Drafting

Electrical wiring

Plumbing and pipefitting

Carpentry and woodworking

Refrigeration, heating,
and air conditioning

Soldering and welding

Office and sales clerk

Needle trades

Masonry

Sheet metal working

Cooking and baking

203

Try-square for repeated measure-
ments, and awl to scratch-mark
wood .

No modifications needed.

Requires sight for measuring and
drawing. Limited relationship to
feasible jobs.

Braille rulers, try-square.
Limited relationship to feasible
jobs.

Braille ruler, try-square, awl.
Braille ruler, try-square, awl.

Braille ruler, awl.

May be dangerous for client with
very low visfon. Limited rela-
tionship to feasible jobs.

Requires reading of small forms.
Use large type on 3" X 5% cards
or braille if forms can be used.

Needle threader, tape on bobbin

plate to indicate seam distance.
Good relationship to jobs held by
many workers.

Special level and measuring devi-
ces., Limited relationship to
feasible jobs.

Measuring devices. Limited rela-
tionship to feasible jobs.

Measuring cups, oven markings
must be marked for tactual use.
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Work Sample Suggested Modifications

Cooking and baking Measuring cups, oven markings
must be marked for tactual use.

Small engine service Requires some sight, special
tools.

Medical service Poor vrelationship to feasible
jobs. Requires adequate signht.

Cosmetology Requires some sight to match
colors.

Oata calculation Impractical without good vision
due to standard forms with small
spaces.

Sample making Requires some vision. Use braille

or specially marked ruler.

Soi1 testing Requires some visfon. May be
unrelated to feasible jobs.

Programs that have used SINGER with visually impaired persons include:

1. Department of Human Services-Visual Services
400 Sequoyah Building
State Capitol Complex
Oklahoma City, 0K

Contact: Mr. Travis Harris (405) 521-3451
2. Vision Center of Central Ohio

1393 N. High Street

Columbus, OH 43201

Contact: Ms. Joanna R. Betkel (614) 294-5571
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Cost
Cost per work station ranges form $1,150.00 to $2,190.00, with a
mean cost of $1,544.00. The price includes shipping and enough supplies

for 30 evaluees.
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VOCATIONAL INFORMATION ANO EVALUATION
WORK SAMPLES (VIEWS)

VYocational Pesearch Institute Target Group: Mentally retarded

Jewish Employment and individuals.
Vocational Service

1700 Samson Street

Philadelphia, PA 19103

Summar

The VIEWS contains 16 work samples that are used for four areas of
work and six worker trait groups of the DOT. These areas were chosen
because they represent the most common areas of training and employment
for mentally retarded persons. The four areas of work represented are

elemental handling and feeding, clerical, machine tending and ¢ afts.

Process |

Each work sample uses the following procedures: demonstration,
training, and production. Training is provided on each task to a cri-
terion level prior to the timed testing to ensure that the evaluee
understands the task. Work samples arce presented in order of least-to-

most complex. The total system can be administered in 15-30 hours.
Reports

Three type: of standardized forms are used. A comprehensive final

report format allows suggestions for a broud range of information.
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Use with Visually Impaired Individuais

The VIEWS should be easily adaptable with multihandicapped visually
impaired persons. The provisions for a learning/practice period may
provide useful 1learning assessment information for many visually
impaired clients including the multihandicapped population. There is no
literature available concerning its use with the visually impaired popu-

lation and no programs for the visually impaired report its use.

Cost
$7,675.00 includes work samples, manuals, forms, shipping, tuition
for training, and one on-site visit. Training is required fur purchase;

travel expenses must be paid by the purchaser.
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VOCATIONAL SKILLS ASSESSMENT AND DEVELOPMENT
PROGRAM (VSADP)

Broadhead-Garrett Company Target Group: All special needs
4560 East 71st Street groups.
Cleveland, OH 44105

Summar

VSADP is 1intended to provide a continuous program from fnitial

assessement through training and job placement in three phases.

1. assessment;

2. seven vocational components used for occupaticnal information
and development of entry-level skills--basic tools, sheltered
employment, building maintenance, health, agri-business,
clerical/sales, construction trades; and skills training for
entry level skills in seven areas: = health, agri-business,
building maintenance, clerical/ sales, automotive, small engine

and construction.

Phase I, assessement, is the only phase that can really be considered
vocational assessment. This phase consists of the following activities:

sorting, assembly, and salvage.

Process

Assessment components may be given in any order. Little infor-

mation is provided concerning administration and scoring.
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Reports
Three report forms are used:

1. a recording of time, errors, and total scores;

2. an Adjustment Instrument containing 14 characteristics dealing
mainly with personal and social adjustment; and

3. 3 Work Habits Instrument which focuses on the performance of

tasks by the evaluee.

Use with Visually Impaired Individuals

Botterbusch (1980) writes that Phase I " . . . lacks detailed eval-
uation and client instructions, norms, proper set-up procedures, and
scoring methods . . . The manual does not give enough information to
acvurately use the system." There is no research literature detailing

the use of this system with visually impaired persons. No rehabilita-

tion facility or school surveyed reported using it in the vocational

evaluation of visually impaired persons.
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VOCATIONAL TEMPERAMENT AND APTITUDE
SYSTEM (VITAS)

Vocational Research Institute Target Group: Disadvantaged
Jewish Employment and people.

Vocational Service

1700 Samson Street

Philadelphia, PA 19103

Summar

VITAS is composed of work samples based on 15 worker trait groups
in the D0T. The work samples included are nuts, bolts, and washer
assembly; pipe assembly; message taking; proofreading; payroll
computation; circuit board inspection, filing; lock assembly; spot
welding; and drafting. Originally designed for the disadvantaged popu-
lation, VITAS may be useful in the evaluation of physically disabled and

mildly retarded persons.

Pracess
Work samples may be given in any order, but it is recommended that
the order of Dresentation progress from simple to complex. All work

samples may be completed in around 15 hours. The VITAS has limited use

in occupational exploration.

Reports
The scoring and report forms are Similar to those used in the JEVS
and VIEWS.
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Use with Visually Impaired Individuals

VITAS is basically a revision of the JEVS system. Consequently,
comments applicable to JEVS are equally applicable to VITAS. There is
no research literature detailing its use with visually impaired persons,
nor did any facility or school surveyed report using the VITAS in the

vocational evaluation of visually impaired clients/students.

Cost

$8,190.00 includes work samples, manuals, forms, shipping, and
tuition for training in Philadelphia, and one on-site visit. Training

is required, and travel expenses must be paid by the purchaser.
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WIDE RANGE EMPLOYABILITY SAMPLE TEST (WREST)

Jastak Associates, Inc. Target Group: Severely mentally

1526 Gilpin handicapped individuals
Wilmington, Delaware 19806

Sumnary

WREST consists of work samples that are brief, low-level tasks
designed primarily to assess manipulation and dexterity abilities. The
WREST seems most useful for assigning clients to suitable jobs in
sheltered workshops. The work samples 1include tasks of folding,
stapling, packaging, stringing, gluing, collating, color matching, pat-
tern matching, and assembling.

Process .
WREST requires about one and one-half hours to complete and may be
administered in any order for small groups of three to five persons.

Each test contains a practice period prior to the timed assessment

phase.

Reports

A single two-page form is used to record all behavioral obser-

vations, work history, and recommendations.

Use with Visually Impaired Individuals

While no rehabilitation facility or school reported using the
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WREST, it may be used with multihandicapped blind students or clients,
with modifications, Individual administrations of the WREST would

appear to be preferable when an evaluator works with a multihandicapped
blind individual,

Cost

Approximately $1,830.00.
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10

NEEDS
AND RECOMMENDATIONS

In the last 25 years vocational evaluation has emerged as a power-
ful tool for determining the vocational or career strengths and needs of
handicapped people. Unlike more traditional assessment techniques,
vocational evaluation uses work, real or simulated, as a focal point of
vocational assessment and exploration (VEWAA, 1975). While vocational
evaluation has been used for a number of years to assess the vocational
potential of visually impaired persons, few vocational evaluation tech-
niques were dedicated solely to meet the unique needs of this population
until recently. Bauman (1975) described how work samples might be used
in the vocational evaluation of persons with visual disabilities. The
Materials Development Center, University of Wisconsin-Stout, published
guidelines for the modification of locally and commercially developed
work samples (Dicksen, 1976). A series of work samples designed to
measure the manual dexterity skills of visually impaired persons was
developed by Clawson (1968). Two major commercially developed work
sample systems, VALPAR and McCarron-Dial, contain modifications for eval-
uating persons with visual impairments. Cotten (1979) described an
eciectic model of vocational evaluation of visually impaired persons.

Richterman (1982) described work sample technologies developed by Aarons
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and associates to measure the work abjlities of visually impaired per-
sons. This work emphasized the vocational assessment of the multihan-
dicapped visually impaired population for whom careers in protected
employment settings is the most probable vocational qgoxl.

Despite all of these important contributions, there are still gaps
in the kinds of vocational evaluation services available to both educa-
tion and rehabilitation personnel working with the visually impaired
population. Among these gaps are the limited range of jobs for which
samples have been developed, a lack of attention to the learning styles
and needs of visually impaired individuals in the development and the
use of work samples, a lack of work samples which focus on job training
programs in which visually impaired persons might enrol?, inadequate
analyses of the visual demands of jobs and potential job modifications,
and the need for relijability and validity studies of existing work
samples employed in vocational evaluation. Given the increacing number
of visually impaired persons with multiple disabilities, it is important
that additional work samples be developed to meet the needs of the voca-
tional evaluator serving this population. Work samples for blind and
visually impaired persons also need to be developed for the skilled and
technical careers which are being generated by changes in the U.S. eco-
nomy .

A great deal of current work in the field has centered on the devel-
opment of locally based work samples which focus on immediate job pla-
cement as the objective of the vocational evaluation process (Materials
Development Center, 1980). These work samples have targeted jobs tradi-

tionally held by visually impaired persons in the service, clerical, and
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industrial occupational fields. Because career opportunities for the
visually impaired person can be expanded through vocational training and
education and because more and more visually impaired persons are par-
ticipating in vocational, technical, and professional education
programs, there is a need for vocational evaluation services to focus
less on current skill levels and more on how, what, and where visually
impaired persons can learn to perform the tasks required to successfully
complete these training programs (Weisgerber et al., 1980).

Figure 21 presents an analysis of work samples which have been
modified to accommodate the visually impaired individual. The work
samples are categorized by Roe's work-field-level of job definitions
(1956). Using this approach, it is clear that the vast majority of
task-oriented work samples used with visually impaired persons are
clustered in the business/organization and technology fields and at the
semi-skilled and unskilled levels. Two other systems, COATS and Project
Discovery, contain work samples in a wide range of fields and at higher
levels of job complexity than those contained in te figure. In a sur-
vey of rehabilitation facilities and schools which served visually
impaired persons, however, neither of the two work samples systems were
used by vocational evaluators in these facilities.

VALPAR's CUBE and the electromechanical work samples developed by
the National Industries for the Blind are two of the trait-oriented work
samples which have been designed to accomodate visually impaired
clients. As with all trait oriented work samples, the work sample user
should note that possession of a trait by an evaluee does not

necessarily mean that he or she can perform a particular job task in




which that trait is required.

Striking discrepancies are shown when kinds of jobs performed by
visually impaired people are compared with work samples available to
assess visually impaired people. 1In Chapter 1, visually impaired people
were shown as represented at all levels, including many skilled, tech-
nical, and professional, with the exception of “Qutdoors.® Few work
samples for these kinds of jobs were found or reported to be in use at
schools or rehabilitation facilities. Chapter 1 also listed jobs for
the business organizations and technology fields at the semi-skilled and
unskilled levels. As indicated in Figure 21, there are a significant
number of work samples for these jobs. The need, therefore, exists for
the development of work samples for jobs in service, business contact,
outdoors, science, general culture, and arts and entertainment fields at
all levels, and in the business organization and technology fields at
the skilled, technical and professional levels. .

A Yikely beginning for meeting this need focuses on those skilled,
technical, and professional Jjobs for which specialized training is
available to visually impaired individuals. The work samples might
include such Jjobs as taxpayer service representative, medical
transcriber, PBX operator, occupational therapy and physical therapy
aide, X-ray technician, and photo technician. Another approach would be
development of work samples for jobs which are currently performed by
visually impaired persons. One difficulty with both of these approaches
is that they risk further stereotyping of the kinds of jobs or careers
which may be successfully performed by visuallv impaired persons.

Additional work is also needed to use work samples to assess learning
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SERVICE | BUSINESS | BUSINESS TECHNOLOGY OUTDOOR [ SCIENCE | GENERAL | ARTS AND
CONTACT | ORGANIZAT ION CUL TURAL | ENTERTAINMENT |
1
11
SINGER VALPAR JEVS
TOMER TOWER
111 S INGER SINGER
VALPAR
Micro-TOWER
SINGER | JEvS Switchboard WS | NIB wark unplof TOWER TOMER
Dispatcher WS | Local wark SINGER
Trenscriber WS aanple
Iv JEVS SINGER Clawason SINGER
Micro-TOMER YALPAR
TOWER VALPAR JEVS TOWER
Miceo~-TOWER
JEVS JEVS NIB work sempl
Micro-TOWER Local work .ﬂ
TOWER sample
¥ Clswaon
VALPAR
JEVS SINGER
Micro-TOWER

(Roe, 1956, p. 151.)
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styles and to help recommend both job and training modifications. This
work is particularly crucial in vocational training where instructors

may need to modify teaching techniques and meti ds of doing tasks to

accomodate visually impaired students.

Ir conclusion, visually impaired persons have demonstrated abili-
ties to be employed in a wide range of Jjobs. Many visually impaired
people, however, are underemployed. Work samples, when used as a part
of a comprehensive vocational evaiuation process, can aid the career
development of visually impaired persons by helping them explore and
determine how their abilities compare with the demands of a wide range
of occupations. Work samples are particularly needed for skilled, tech-
nical, and professional jobs. These work samples should involve the
actual tasks and materials of the job, allow systematic assessment of
the visually impaired persons's learning style, and contain information
on modifications for job and training programs; It is hoped that this
manual will facilitate more effective use of work samples with visually

impaired persons in a way that will facilitate their career development.
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APPENDIX A
ADDITIONAL SOURCE MATERIAL

Job Analysis

Manufacturer's Guides:

Each state publishes an annual manufacturer's quide which 1ists all
of the manufacturers of that state. Each entry is cross referenced
to the SIC's manufacturer's section. Readers are encouraged to
consult with their state's Department of Labor for a complete
1istina of all labor market information.

Hiterials Development Center:

U.S. Department of Labor. The dictionary of occupational titles
(4th ed.,) Washington, D.CTT Government Printing Office, 1977.
{Reprinted by the Materials Development Center, Stout
Vocational Rehabilitation Institute, Unversity of Wisconsin-
Stout, Menomonie, WI.)

U.S. Department of Labor. Handbook for analyzing jobs. Washinaton,
0.C.: Govermment Printing Office, 1072, (Reprinted by the
Materials Development Center, Stout Vocational Rehabilitation
Institute, University of Wisconsin-Stout, Menomonie, WI.)

Job analysis training manual. Menomonie, WI: University of
Wisconsin-Stout, n.d,

U.S. Department of Commerce:

Standard occupational classification. Washington, D.C.:
Government Printing Office, 1980.

U.S. Department of Labor: 7?7777

County business patterns. Washinaton, D.C.: Government
Printing Office, annual.

Employment and earnings. Washinaton, D.C.: Government
rinting ce, annual. '

U.S. Office of Management and Budget:

Standard industrial classificatjor. Washinaton, D.C.:
Government Printing Office, 1972.

Vander Vegqt, N., Sumitt, W. J., & Field, T. Labor market
access. Athens, GA: Burman Printina, TO8T,
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Tratning Programs

Dahl, P. R., Appleby, J. A., & Lipe, 0. Mainstreamina auidebook for

vocational educators: Teachigg the handicapped. Salt Lake City,
197

UT: Olympus Publishing Co., 1978,

National Center for Research fn Vocational Education:

{Information on entry-level trainina reaquirements can be obtatined
from the Center, Dhio State University, 1960 Kenny Road, OH 43210.)

Rehabilitation Research and Training Center (RT-9):

Job development and enhanced productivity for severely disabled persons.

Washinaton, D.C.: George Washington University, n.d.

Work Samples

Work Sample Manual Clearfnghouse:

This clearinghouse provides loan of work sample manuals that have
been developed by practitioners around the country. More than 100
manuals are avaflable and may be ordered from a cataloa that fis
available free of charge. Loan cost fs $2.00 per manual (summer,
1982); materfals are not copyriaghted and may be reproduced. Work
samples are catedorfzed according to the DOT occupational group
arrandement.

This resource provides practitioners with an {invaluable source of
work samples which may be constructed relatively cheabPly and adabted
as needed for use with visually disabled bpersons. The Matertals
Development Center and the Rehabflitatfon Research and Tratning

Center the Unfversity of Wisconsin-Stout have numerous publications
concerning work samples.

{Matertals Development Center, Unifversity of Wisconsin-Stout,
Menomonie, WI 54751)

Rehahflitation Research and Training Center in Blindness and Low Vision

216

(Rt-30):

The Rehabflitation Research and Trainina Center has Several profects
related to vocational evaluation of the visually impaired. Working
toaether, the Center and the Natfonal Industries for the Blind have
developed manuals for several electromechanical work samples. A f{ob
modiffcation Drocedure {$ beina refined to help determine optimal
color and light intensity combinations for partially sighted people.
Another profect will modify or develop work sambPles to be used to
assess visually f{mpatred persons for entrance into skilled, tech-
nical, and/or professional {obs.
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(Mississippi State University, Mississippi State, MS 39762)

Research and Curriculum Unit:

The Research and Curriculum Unit, Colleqe of Education, Mississippi
State, developed the Vocational Education Readiness Test (VERT). VERT is
actually a series of seven work samples and associated materials that
were desianed to assess secondary students for entrance into hiah school
vocational education classes. The seven work samples are available in
separate manuals and include weldina, food service, sewing, Plumbing,
electrical wiring, auto mechanics, and Carpentry. Each manual inCludes a
work sample that primarily assesses motor skills and use of tools asso-
ciated with the training area, a 1ist of relevant vocabulary words,
related numerical problems, and pictures that can be used for tool iden-
tification. The Research and Trainina Center, Mississipni State
University, 1is in the process of adaptina some for use with visually
impaired students.

(Research and Curriculum Unit, Colleae of Education, Mississippi State
University, Mississippi State, MS 39762)

St. Paul Vocational Technical Center

This vocational evaluator center has developed and published work samples
related to trainina in area vocational schools for use with the deaf. It
provides a valuable resource for possible modification for use with blind
or deaf/blind students.

(St. Paul, MN)

Assessment Center Literature:

Business and industries have been increasingly usina work samples--they
call them "iob simulations"--for assessment of manaaerial and oro-
fessional personnel. This literature Provides a valuable resource for
modification of work samples for use by visually impaired persons. An
zqte;estinq publication is VYager's Is There Life After Assessment?

981).
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