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Chapter I

The Problem, Need for Vocational Training Services for the Mentally
Retarded in Metropolitan Chicago

Lack of Services

During the early 1960's, the administration of the Lt. Joseph
P. Kennedy, Jr. School for Exceptional Children engaged in an ap-
praisal of the needs of the community of which it is a part. The

School was meeting some of those needs by .operating a residentisal

facility for mentally retarded young men.. Its program was geared

to train in socisl skills and to provide an education for the edu-
cable mentally retarded. While public schools in adjoining towns
were making advances in developing curricula for the handicapped,
little was being done to establish facilities to evaluate the vo-
cational potential of the retarded or to provide training and place-
mentc services: : : .

A number of parent-group sponsored facilities for the
mentally retarded were in operation in the Chicagoland area, some
offering sheltered workshop programs. A few of these were located
in the central part of Chicago, others served suburban areas. For
the most part, however, the client population consisted of persons
in a long-term program who were related to members of the sponsor-
ing groups. Except for the sophisticated program of the Chicago
Jewigsh Vocational Service, none had a formal affiliation with the
Division of Vocational Rehabilitation of the State of Illinois for

. the evaluation, training, and placement of retarded individuals.

In a radius of twenty miles around. the Lt. Joseph P. Kennedy, Jr.
School there was no group which was in a position to develop such
a8 program. 5

The need for developing a professionally adequate program
was apparent in this densely populated, diverse area. Included
were several communities which were primarily residential, others
Wwhich were industrialized, with econémic levels ranging from work-
ing-class to upper middle-class. Some of the problems were unique,
especially that of providing transporyation to and from a work-
shop where public transportation betwden towns was not available.
Housing the workshop was a problem to jbe dealt with as was develop-
ment of an approach to placing persongt in jobs after completion of
the program when trainees were drawn féom S0 large san area and were
so widely dispersed. 3

%
X
4

Utilization of g Private School

This intrigﬁing challenge presefted itself to the adminis-
tration of the Lt. Joseph P. Kennedy, Jn. School and the proposed
solution to the problem appeared to be cpnsistent with the philos-
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~ ophy of the Sisters of St. Francis of Assisi, who operate the

‘the eristing Job Training Center of the Kennedy School. It
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School. Here was an opportunity to reach out into the commu-
nity with an extension of services to the mentally retarded.
The Job Training Center could be, in effect, a type of out-
patlent service based in the already existing residential in-
stitution. The.physical plant was available and a financial
base for further expansion was offered. A basically sectarian
institution was able to provide a means for broader service to :
the community without regard to race or religious affiliation. _ g
A reservoir of knowledge about the mentally retarded and a phi- P
losophy of service to the handicapped, together with a fund of

administrative skills were thus brought into action in dealing

with the problem of providing a new type of community service.

Established relationships with the community and with other

agencies were ready to be utilized and were backed up by the

prestige of the Kennedy School. : ‘

The core around which the project was to be built was

was established in January, 1962, with a staff of one profes~-
gional person, to supplement the existing program of the School.
A room was designated to house the workshop and was equipped to
start a basic operation, Time-clock, workbenches, stools,
shelving, and some office furniture were purchased and forty
students, aged sixteen and up were assigned to participate in
the new activity.

Each "applicant" was seen for an intake interview, as
were others as they entered the workshop program. School re-
cords were culled for psychological, social, educational, and
family background and a formal intake report prepared.

With the initial limitation of staff and space, the
workshop activity was restricted to a three-hour period each
afternoon 4nd the number of trainees to about ten at any given
time, As a result, most of the trainees had only one afternoon
a week in the workshop. Mornings were spent by the workshop
director in counseling activities, contract procurement, writ-
ing reports, and in handling the necessary clerical duties. j
Staffings were held at regular intervals so that the staff of e
the School could keep abreast of the individual trainee's pro-
gress in the sheltered workshop.

Such a program, while somewhat restricted, was profes- - !
sional in its approach and the rationale was that the lack of s
intensive programming could be made up by exposure to the work- i
shop over a long period of time, perhaps as much as four years ki
for each student-trainee. As matters developed, the original ;
Kennedy Job Training Center provided the nucleus for and was §.
fundamental to the development of an expanded facility. At the h
same time, the expanded program has been of benefit to the stu- i
dent population of the School. Previously it was necessary to i
make referrals to other agencies in those cases where 1t was felt
that additional rehabilitation services were required. With the
creation of the occupational training center, it was no longer

necessary to send such persons off the campus for the needed
training.
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The Prototxgg

- ect so that the opportunities for employment for the retarded were

‘ As & starting point, the project was based on the pro-
totype in New York City at the facilities of the Association for
the Help of Retarded Children and wag later modified to meet local
needs and conditions. The prototype project demcnstrated through
the use of gkilled staff and implementation of special methods and
techniques, that i¢ was possible to rehabilitate and place in em-
ployment mentally retarded adults previously considered to be un-
employable. The "Occupational Training Center for the Mentally
Retarded"™ increased substantially the number of mentally retarded
persons who could be prepared for remunerative employment,

Through specisl relationships established with the New York State
Division of Vocational Rehabilitation, the New York State Employ-
ment Service, the Special Education Departments of the public
schools, and other community resources, the new facilities which
were creg&ted by the "Occupational Training Center for Mentally
Retarded" were effectively integrated with the demonstration proj-

substantially increased.

Through the prototype's relationships with the parent
groups, the New York State Division of Vocational Rehabilitation
and other community voluntary service and welfare organizations,
the prototype created s bagis for permanent support of its pro-
gram so that it could continue to serve the mentally retarded
after the completion of the demonstration program. In the ares
of i1ts specific purposes, the demonstration project developed ef-
fective evaluation, training and predictive devices which can be
duplicated for the purposes of 'increasing the potential for employ-

ment of the mentally retarded.

The broad, general goals of the demonstration project at
the Kennedy Job Training Center werse cutlined as follows:

l. To apply promptly the new knowledge, methods, and
techniques acquired through VRA and related research
projects.

2. To increase substantially the number of mentally
retarded persons being prepared for remunerative
employment.

3. To strengthen and increase state and community
resources,including services and facilities for the
rehabilitation of retarded persons heretofore deemed
to have little or no potential for employment.

L. To combine the resources of voluntary organiZations
and the public program to attain the above objectives.

The more specific objectives were the following:
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l. To confirm and extend the major factors -which pro-
mote success in the rehabilitation of mentally re-
tarded young adults through means including the
workshop.

2. To test, extend, and improve the services necessary
to overcome the obstacles to their employment.

3. To utilize, evaluate and continue to develop pro-
cedures for predicting degree of success in the re-
habilitation of these young adultas.

L. To verify, extend, and udapt to local.conditions,
the solutions to problems that arée peculiar to the
operation of a workshop for the mentally retarded.

The KenneQxﬁSchool

No more ideal settirg for the development of such a pro-

Ject and the attainment of these gonals could be found than the
Lt, Joseph P. Kennedy, Jr. School for Exceptional Children.
Originally known as St. Coletta of the Rockies, the school had

'~ been established in Longmont, Colorado by the Sisters of St.
Francis of Assisi whose Motherhouse is in Milwaukee, Wisconsin.
The Sisters operate three schools for the mentally retarded --
one in Jefferson, Wisconsin, one in Hanover, Massachusetts, and
the one now in Palos Park, Illinois, where it was moved in
January, 1949, at the invitation of His Eminence Samuel Cardinal
Stritch. The initial population of 36 boys and 1l Sisters has
grown to the present enrollment of 180 residential students and
approximeétely 35 day students under the direction of 32 Sisters.
The religious staff has been supplemented by two lay teachers,
8 large number of maintenance personnel, and the staff of the
Job Training Center.

Ground was broken in May 1949, for the first three resi-
dential units which were completed in June of 1950, At the time
of  a large donation from Ambassador Joseph P, Kennedy in February,
1952, the name of the School was changed from St, Coletta School
to the Lt. Joseph P, Kennedy, Jr. School in honor of the Kennedy

- son who lost his life in World War II. The Kennedy grant was
expended for the construction of two additional residential units
and a dining room-kitchen building. :

The Sisters of St. Francis of Assisi are also known for
the outstanding educationsal program of Cardinal Stritch College
in Milwaukee, Wisconsin. The excellence of itg faculty and pro-
gramming in the field of education of the handicapped has at-
tracted lay and religious specislists from all over the country.

The Kennedy School designs its services for educable men-
tally handicapped boys between the ages of 6 and 20, residing in
the Archdiocese of Chicago. The conditions of admission for boys
between 6 and 12 are that seizures be under control in the case
of epileptics and that there be no emotional disturbances or
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able to follow the normal school and cottage program.

After an initial screening interview, an admissions com-
mittee considers the clinical data which have been gathered about .
edch applicant. Medical reports are reviewed and the Revised
Stanford-Binet -Intelligence Test or Wechsler Intelligence Scale
. for Children are adminlstered. Generally speaking a child with-
in the IQ range of 55 to 75 would qualify for admission if other
criteria have been met. '

Special class instruction is offered from kindergarten
through the advanced level. Emphasis in academic work is prima-
rily on its practical application to life adjustment. The use
of audio. visual aids, music and dramatics contributes to enrich
the curriculum. Speech improvement classes are provided for
those who require this specialized help. Instruction in ceramics,
plastics, woodcraft, weaving and finger painting helps to develop
self expression and manual dexterity. Promotion from one level to
the next 1s as rapld as achievement warrants. The School, while
essentially ungraded, is divided for practical purposes into levels
of instruction. There is a kindergarten, pre-primary, primary I
and II, intermediate I and II, and an advanced class. Also there
is an occupational group which is primarily trained in chores with-
in the institution. There i1s'a job placement program, which pre-
ceded the Job Tralning Center, provided for certain of the older
students in an attempt to teach them to assume the responsibility
of a job and to adjust to an employment situation.

In addition to the full-time’'staff, there are regular visits
from dentists, a neurologist, a pediatrician, and physicians. Also
avallable are the services of a consulting clinical pychologist and
a speech diagnostician.

Concurrent with the physical development of the Schaol has ;
been a growth in sophistication and a steadily progressive ap- |
proach toward the preparation of the mentally retarded person for ‘
life in his community. Much original work in curriculum develop- ‘ Y
ment has taken place in the institutions operated by the Sisters *
of St. Francls of Assisi. The Kennedy School has been used as a
Site for research and development under the auspices of the Insti-
tute for Research on Exceptional Children of the University of
Illiinois, directed by Dr. Samuel Kirk. Because of its.growing i
recognition, there is a constant stream of visitors, students, N
s tudent-teachers, and resesarchers to observe and participate in ’
the programs of the School. This emphasis on differential diag-
nosis and the development of new educational techniques has strong-
ly influenced the Job Training Center and has done much to shape
its philosophy.

-5 -
physical handicaps to a degree that would render the child un- ‘ ,

The physical setting of the Lt. Joseph P. Kennedy, Jr.
School is in a rolling, park-like area sbout 10 miles from the
south-western corner of Chicago. The towering water sphers,
which can be seen for many miles, marks the building complex and
the 57 acre tract of land. As one enters the main mall, there 1is
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firat a new administration building which slso provides housing ;
for the Sisters who are in residence, a fine, modern infirmary, !
and & rambling school building which includes on its lower level ;
completely equipped oraft rooms and a combination gymnasium-

audltorium. At the top of the mall is the large structure which -

liouses the dining rooms, kitchens, and the laundry. Opposite the

School building can be found five cottages to house the residential

. population of the. School. High above these cottages 1s the bell-

tower of the new chapel and behind the chapel is a modern ranch-

style home to meet the needs of the resident chaplain. '

Attached to the dining-room complex and behind it is the
central heating plant. In addition to heating equipment, there
13 a well equipped shop for the use of the masintenance force and

the machinery for filtering and softening the well-water used by
the School.

Just a few yards away across a paved area is the building
erected in 1963 solely for the use of the Job Training Center.
It is constructed of brick and pre-cast concrete and hag L4100
square feet of space, including a balcony along one side which
was provided for office space and storage. At one end of the
building is a loading dock and at the other a lobby and washroom
facilities. The equipment includes work benches, stools, scales,
alr compressor, hand-trucks, hydraulic lift-truck, postage meter,
tape dispenser, and other items commonly seen in sheltered work-
shops. Since this project was the pilot location for manufacture
of molded candles, sabout which more detail will be provided later
in this report, some equipment is not common to workshops. Large
steam and electrically heated vats for the melting of wax are sit-
uated along one wall and molds, supplies of wax and wicking and
packaging, and steam hoses can be found in every day use.

Shortly after the workshop was put into full use, it be-
came 8pparent from pressures of new programming and a growing list
of applicants that the building was too small. At the time of
writing this report, plans are being finalized for an addition to
the facility. The main level will be enlarged by approximately
3200 square feet and a lower level for storage will have about
2,00 square feet of floor space. A new loading dock with a hydrau- |
lic ramp will facilitate removal of materials from trucks and their o
loading. Additional office space is planned for the use of the '
growing staff of the Job Training Center.

Such excellence of program and physical plant could not
have been created without a good relationship with the cemmunity.
Support for the Kennedy School comes from the whole Archdiocese

of Chicago, a large and well-populated area. However, no endow-
ments or foundations provide basic support for the Schoel. In
addition to tuitions, major sources of income are two fund-raising
affairs which are held each year. An active parent-group and an
effective women's auxiliary are responsible for much of the fund-
raising. The advisory board of the Kennedy School is composed of
men and women who represent many geographical areas and many busi-
nesses and professions and the majority are not parents of retarded
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children. The cumulative wisdom of the board has helped to set
goals for the School and the Job Training Center and to give
lustre to their image in the community.

Summarx

B The administration of the Lt. Joseph P. Kénnedy, Jr. School
found itself in an ares which had characteristics of a large urban

area as well &s the problems and needs of the less densely populated

-countryside. A need was found to exist for service to the young
adult mentally retarded population that was not being met by exist-
ing facilities. Public and private agencies in the area were not
providing for the vocational evaluation, training, and job place-
ment of the mentally retarded. This was seen as a unique oppor-.
tunity for the Lt. Joseph P. Kennedy, Jr. School for Exceptional
Children to extend its service to the mentally handicapped beyond
the confines of a residential institution. An established facil-
1ty, with the prestige of having ploneered in the education and
training of the mentally retarded, was offered as a financial and
physical base for the establishment of a sheltered workshop pro-
gram,

The prototype chosen was the Occupational Training Center
for the Mentally Handicapped in New York City and the design was
to be modified to meet local needs. It was amply demonstrated in
the prototype project that it was possible to substantially in-
crease the number of mentally retarded persons who could be pre-
pared for employment. At the Kennedy Job Training Center the

- goals were to utilize current information and a combination of

voluntary and public programs to prepare mentally retarded persons
for work and to further strengthen rehabilitation resources. So-
lutions were to be sought to specific problems affecting the re-
habllitation of the mentally retarded.

The Lt. Joseph P. Kennedy, Jr. School was seen as 1deally

8iltuated for the development of such a program, both physically and

philosephically, It is in the center of a large, diversified ares
with a potential for service to many mentally retarded persons not
previously able to secure such services. The School is operated
by the Sisters of St. Francis of Assisi who have many years of ex-
perience in education of retarded persons in residential and day
schools and had already established channels of communication with

- the local community and were thus able to quickly marshal resources

to develop the needed occupational training center.

‘Having thus delineated the nature of the problem and- the
elements present to make possible a8 solution, we shall proceed to
the means by which an effective approach was developed.
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Chapter II
Approach to the Probiem
Clients

, The essential ingredient in any program is the client and
how that preogram can be of service to him. It was necessary to
define in some way who that client was, where he was to come from,
who would refsr him, and how many like him could be given service
in the proegram. '

, There was agreement at the outset that the emphaslis in the
project was to be on movement -- that cases were to be found, to
‘be evaluated, trained, and moved, within the limits of each per-
son's abilities, to the highest level of over-all functioning.

In a majority of cases this level of functioning would enable the
individual to enter gainful employment. Since a close working
relationship with the Division of Vocational Rehabilitation of
the State of Illinois was necessary to carry on any kind of ef-
fective program, the criteria used by DVR for what constitutes
feasibility were adopted by the project,

; Original definitions of intake standards broadened during
the period of the grant and reflected the growth in experience
and the incredsing sophistication of the staff. Generally speak-
ing, the young man or woman must be 164 years of age, the I.Q.
between 50 and 75, the applicant must be capable of traveling
8lone and of developing other self-care skills that are needed
in an employment situation, the primary handicap must be mental
- retardation, and if emotional disturbance is present, this be-
havior should not be so destructive as to lead to the possibility
of injury to that individual or to others. As time went on,
there was less reliance.on the finality of I.Q. scores and re- .
cords of academic achievement and more of an inclination to ac- o
cept applicants for at least g dlagnostic period if standards were j
minimally met. The Illinois D.V.R. concurred with the attitude u .
of the Job Training Center staff that there should be no arbi- i
trary obstacles to admission into the program and that i1t was the :
function of such a facility to bring in as many persons as pos-
Sible for evaluation rather than to keep them out, especially so.
since exact diagnostic techniques are not asvailable. '

Having roughly indicated who the client was to be, 1t was 43
then necessary to determine how far away the project could go to i
get him. The area served was potentially large. In some direc- ih
tions the boundaries could be determined by the availability of 3t
Simllar kinds of service, but in the others, particularly to the :
South and West, some arbitrary line had te be drawn because no

Services were available at all. This was finally resolved by the

loglstics of bringing in the trainees and what was possible in the

way of providing transportation. '

. To the Southwest of the Kennedy Job Training Center are
the communities of Lockport and Joliet. Northwest is the city of
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Aurora. Directly South are communities such as Tinley Park,
Mokena, and New Lenox. To the Southeast are other so-called
"vedroom" communities that provide residence to persons whose
occupations take them into Chicago. 'To the Northeast are other
suburbs and portions of Chicago itself that did not and still do
not have ready access to facilities for the mentally retarded.

. While the simplest and most direct approach would have
been for clients to get to the workshop on their own, this was
not a practical reality since no public transportation gt all is
avallable. Location of the workshop in any one of the communities
would not have been of benefit to any but that particular one be-
cause public transportation between most of them was no more con-
venient than transportation to the Kennedy School and the project
would have been deprived of some of the advantages and economics
of being physically located on the School grounds. An important
factor to consider was the client's missing out on the experience
of utitilizing transportation facilities on his own. In provid-
ing the simulated work setting of a sheltered workshop, there were
obvious disadvantages in providing transportation and in having
the workshop on the grounds of a school. Location in an indus-
trial area where public transportation can be utilized reinforces
the feeling of going to work and lessens comparisons with going to
school. However, for reasons of economy and convenience, it was
decided to go ahead with the project on the Kennedy School campus.
First, the workshop had to be available to the student body of the
Kennedy School. Second, a facllity could be erected without in-
vesatment 1n property. Third, the resources of the School itself
could be utilized for training in laundry, food preparation, and
maintenance work. Fourth, the site was as central to the 8rea of
need as any other which might have been selecied.

The Job Training Center then had to assume responsibility
for providing transportation for those trainees who came from out-
slde of the residential population of the School. Initially an
old sedan was provided by the Sisters of the Kennedy School and a
retired gentleman was employed as driver. It was soon found that
neither the driver nor the car were up to the demands placed upon
them. It was necessary to make two trips in the morning and two
in the afternoon, totalling about 150 miles per day. A minor dif-
ficulty was the driver's concern about having his income exceed
the maximum permitted under the Social Security laws. |

Transportation problems were solved in the following way.
A second driver was employed to share the work load, so that one
drives in the morning, the other in the afternoon. A favorable
contract was negotiated with a leasing service in the area of the
Kennedy School, providing a 9-passenger station wagon on an annual
basis without the necessity of investing a large sum of money in a
vehicle.” As the trainee population continued to grow, another re-
source provided itself. For some years, a private bus service had
been transporting numbers of day students to the Kennedy School.
Arrangements were made with the bug company to bring in trainees
from those communities which it served so that it was not neces~-
sary for the project's own vehicle to go into those areas. Subse-
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-quéntly»arrangemehts were made with DVR to subsidize the cogt of

transportation and where this could not be arranged, the c¢lients
themselves contribute to the cost of providing'bus,service.

The scheduling of tranasportation had a secondary effect on
the operation of the workshop because it was impossible to have a
standard working day. Although all trainees on a full-time basis
work a §ix-hour day,. the starting time may be anytime from 8:30 AM

.o 9:30 AM and the end of the trainees! workday may be any time

from 3:15-PM to 4:30 PM.  This has not created any serious prob-
lems in ‘the workshop and,apither work activities nor counseling
are affected. . R -

- Having established who the client was to be, where he - -

would ‘come from, and how he was to be brought in, 1t was impor-

tant to know how he was to be found and who would do the cage find-
ing. Again, the staff of the Job Training Center decided to rely
on thé Illinols Division of Vocational Rehabilitation., All train-
ees wereé to be clients of DVR whether or not the referral origin-
ated with that agency. ‘ |

. In the early months of the project, much emphasis was placed
on dissemlnating to the community information about the Job Train-
1ng Center and the services it offered. Newspaper publicity was
sought; contacts were made with administrators of public schools
and of  public-and private agencles. W1ith the assistance of the ad-
vertising department of the Merchandise Mart in Chicago, a mailing
Plece ‘was prepared entitled "Can Do, . During the period of the
project, referrals have come from many sources, the main one being
the Division of Vocational Rehabilitation., In many cases, appli-
cants come directly to the Job Training Center snd, after the in-
take material ig prepared, they ars sent to DVR for approval,

Often they are gent by public schools, by other rehsbilitation
facilitles because the services of the Kennedy Job Training Center
are deemed'mpre appropriate or because it is physically closer to
the applicants place of residence, or they are sent by hospitals,
clinics,‘clergymen, or by other persons who have knowledge of the
workshop. - During the period of Federal support for this project,

a-total of 191 mentally retarded persons received service in the

workshop. - -Followirg 1s a breakdown of clients according to the
general -origin of thelr referral: - - : ,

‘ Kbnnédy School N 99
~Highv‘Schbdis < - . : '

" - AERO Cooperative | 15
Spebial:from‘Coﬁmunity o o 1
Total R o 191




There has been no lessening of the efforts expended in ocase
finding as the project developed. The Kennedy Job Training Center
«nd the. Kennedy Schoeol have played hoats to many tours and meet-
ings, to small informael groups and to large organized groups. One
of the earllest steps was an all-day meeting on the relationship
of dpeclal education and vocational rehabilitation. Among the

- gpeakers was the state director of the Division of Vocational Re-
. habilitation, other DVR staff, local public school personnel, end
~members of the Job Training Center staff. More recently the Ken-
nedy School played host to a meeting of Federal Civil Service per-
sonnel from the reglon surrounding the State of Illinois for the
purpose of explaining Federal progreams aimed at hiring handiocapped
persons. ' - ’ - - .

Other 1llustrations of efforts to explain the workshep pro-
gram are appropriate here. Members of the ataff addressed a group
of high school counselors during a one-day institute at a looal
school. A presentation was made to & group of summer students,
Yeligious and lay, who came on a visit from Cardinal Stritch Col-
lege in Milwaukee as part of thelr training in special education,
On three occaslons members of the werkshop staff had the epportu-
nity to address meetings of a local parent iraup called the Voice
of the Retarded. In connection with the 1966 meeting of the Na-
tional Cetholic Education Assoclation, a seminar was held at the
Kennedy School with presentations made by a number of experts in
the fleld of mental retardation, including two winnera of Kennedy
Foundation International Awards. It has also been a regular prac-.
tilce for one of the local hospitals to bring nursing students fopr
8 tour of the School and Job Training Center to make them aware of
community resources for the retarded. For much the same reasen, a
- professor of pediatrics brings groups of senlor medicel students
out to aoquaint them with the facllities. Freguent viaits from
high school and junior college psychology clusees also give an op-
portunity to explain the Job Training Center and its funotion in
the oommunity. It can be seen, therefore, thet case-finding 1s @
nevgr-gnding activity that 1s integrel to the operation of the
project,

Thp'Staff

Having outlined the goals of the prograem, previded hecusing,
and sought out the cllients, the next step was the recruitment and
the training of staff. The director of the Kennedy Job Training
Center was named project director and was glven respensibility for
further development of the project. The original staffing pattern
inoluded the following:

Project Director
Evaluation Supervisor
Placement Supervisor
Production Supervisor
Clerk (part-time)
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As the project developed, the starff gfew and the staffing pattern
evolved to meet the changing needs of the program. At the comple-

tion of the three-year grant period the staff consisted of the
following: ‘ . : .

Pro ject Director

Evaluation Supervisor

Vocational Coungelor

Soclal Worker (part-time) _
Fleld Representative (part-time)
Workshop Manager

2 Production Supervisors

1l Assistant Production Supervisor
Consultant Psychologist (as needed)
Secretary-Clerk

The original focus on level of professional training was that all
- staff members, with the exception of the clerical, have a minimum
of a Bachelors Degree in paychology, education, rehabilitation,
or some related field. With experience it wag found that this was
not a realistic expectation. 'In the case of the production super-
visors, or "workshop foremen", it was impossible to recruit and
hold persons with college degrees with the salaries budgeted for
these positions. Under competent professional guidance and with
appropriate personal characteristics and qualifications, the pro-
Ject was able to utilize the services of non-professionals in these
crucial positions where they must deal with the handicapped persons
on a day-to-day intensive basis. The professional content of the
program has been largely in the hands of the evaluation supervisor
who has been with the project since its inception. His excellent -
academic training, a masters degree 1in rehabilitation counseling,
and his background of experience render him remarkably well qual-
ified to design a professionally adequate program of training and
counseling and to carry through its implementation.

Likewise, the workshop menager has a useful combination of
experience and training which eneble him to deal with the mixture
of business and rehabilitation problems which one encounters in a 3
sheltered .workshop. Hig college degree and training in education - |

and his many years in industry render him particularly well-qual-
1fied to handle his duties.

- The. vocational counselor. has an undergraduate degree in ;
soclal sclences and several years of graduate work in the field .
of soclal psychiatry and has proved accomplished at tranglating. ;
~ his fund of academic information into techniques that are effect- .
ive 1n dealing with the workshop population. i

The director has a masters degree in business ad-
ministration and a number of years of experience in the business
world to supplement his experience of eight years in social,
agencles as a fund raiser and in vocational rehabilitation work.,
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. The part-time social worker has a masters degree in soclal
service administration and is employed full-time in a public
school system. His day by day experience in dealing with young
people provides him with a fine background for dealing with the
clients of the Job Training Center. | o
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With such a large proportion of the staff having strong

J

academic training and professional'skills,fit was felt that there i

would be no difficulty in establishing and maintaining a high - : S

level of competence and a structure within which the other members g
of the staff could function very adequately.

| b , ; I

SR Various means are used to constantly up-grade the level of
staff functioning. Regular staff meetings are utilized as forums
for the exchange of ideas about rehabilitation problems. The
consultant psychologist 1s available for perlodic consultation
and has, on occasion, made presentations on current trends in the 4
fleld of learning disabilities. As programs and meetings of a 2
professional nature are scheduled, one or more members of the staff ; (

- are encouraged to attend and report back to the rest of the staff. e
. It i1s fortundte that the University of Wisconsin is relatively o
- close and that the staff has been able to take advantage of semi- L
nars in the workshop field during the summers of 1965 and 1966. o
The director of the workshop attended’a program at the Devereux ‘
Schools in 1963 and the evaluation supervisor benefitted from a |
training session on work evaluation in Richmond, Virginia in the o
~apring of 1966, Visits to other facilitles in the Chicago area o
stimulate discussion and encourage comparisons. Exchange of 1deas L
and interaction also take place at meetings of the Illinois Re-
“habillitation Association and its Workshop Division aend at meetings o
of the Illinois Association of Sheltered Workshops and Homebound ‘o
Programs. : : l

The speclfic duties of the various members of the staff . :
can best be illustrated by a job description for each position. - -~ Sr

, The director has the responsibility for the over-all oper- -
" ation of the project. He handles the administrative contacts with R
the public school systems, with the-Vocatlonal Rehabilitation Ad- | SIS
ministration, and with the Division of Vocational Rehabilitation :
of the State of Illinois. He prepares such applications, budgets,
and progress reports as are required. He recrults and-tralns staff g
and conducts the business affairs of the project, including pro- i

curement of sub-contract work. | I
‘The evaluation supervisor has the responsibility for the 5.
professional content of %Ee project. He schedules and conducts, ‘ ﬁ?

- with the asslstance of the vocational counselor, individual and i
group counseling sessions. He reviews intake reports and deter- 4
mines eligibility of applicants, along with DVR and school per- ' 3
- sonnel, and he 1s responsible for the preparation of staffing
reports. The evaluation supervisor 1s the liaison with the staffs
of the public schools and the rehabilitation agency. With the
asslstance of the vocatlional counselor and the field representative,
he develops plans for the placement of trainees after completion




' The fileld representative canvasses'the local business com-
‘munity for The purpose of developing resources for the placement
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of the training program. He also cooperates with the productibn

Supervisors in the development of training plans for individual
clients. . ‘

The workshog manager 1s responsible for the conduct of the
sub-contract operations of the workshop. He coordinates the ac-
tivities of the production supervisors and schedules trainee ag-

-8ignments and production operations. 'He supervises preparation

of rating scales and other reports on client behavior by the pro-
duction supervisor. _ :

The vocational counselor works under the supervision of the
evaluation supervisor. He meets with trainees individually and in
groups for the purpose of vocational counseling. It is hls respon-
91bility to review reports from the production supervisors and to
interpret to the trainees problems in their functioning. He sug--
gests to the field representative the most suitable types of em=-
ployment to seek for ?ndividual trainees and cooperates in making
placements and in following through to determine if the client 1s
making a successful work adjustment. The vocational counselor par-

ticipates in staff conferences along with other members of the work-
shop staff.

‘The socilal worker handles intaks of applicants for service
in the Job Training Center. He is available for consultation with
famllies of trainees to help resolve problems that originate out-
Slde of the work situation. He directs the recreational program
for the trainees and is engaged in following up persons who have

left the Job Training Center to determine the success of their ad-
justment to work. | '

The production supervisors are responsible for the trainees!
activities on e workshop oor. They instruct in the proper per-
formance of sub-contract and custodial work tasks, they observe the ,
clients! work performance, complete the appropriate rating scales I
and written reports, and participate in the staff conferences for ~

the purpose of reviewing past performance and planning future train-
ing. i I X ,

The assistant production supervisor is responsible for g
stock-hand1I3§:_TEVEE§EF§'EEEEFEI,ptransportation, and the perfor- ‘L
mance of various housekeeping chores in the workshop for the pur- : s
pose of relieveing the production supervisors of routine chores

and permitting them more freedom to observe client behavior and 5
to implement individualized programming for each trainee.

of mentally retarded persons who have successfully completed the
program of evaluation and training. He also cooperates in locating
sultable sub-contract opportunities for the workshop.

-The psychological consultant is available to the staff of
the Kennedy Jof Tra%ning Center for diagnosing difficulties which
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might prévent a trainee from making a good adjustment to work.
The psychological consultant also participates in training ses~
8ions with members of the workshop staff, :

The clerk 1s responsible for the maintenance of the neces-
sary business records of the workshop, and for all other routine
typing and clerical duties, including the typing of reports and

the preparation of both.staff and. trainee payrolls.

Community Ageneiles

Since the mdjor objectives of the project included the ef-
fective utllizatlion of state and community resources and the com-
bination of the resources of voluntary agencles and public pro-
grama, and the modification of these resources so that they were
adaptable to local conditions, the project staff set about mak-
Ing contact with all such agencies in the community and in the
State of Illinois. :

For any workshop the state rehabilitation agency is the
key to effectlve functioning and for direction into its proper
place in the pattern of state-wide services. Among the first
steps taken by the project was the establishment of a sound work-
ing relationship with the Division of Vocational Rehabilitation
of the State of Illinols. The Kennedy Job Training Center is
physically situated where it can serve clients from two DVR ad-
minlstrative regions. Arrangments were made for visits from key
personnel of both regions and from staff members of the DVR office
at the state capital.

The result of these meetings was a six-month trial working
agreement between the Kennedy Job Training Center and the Division
of Vocational Rehabilitation. During this period, no fee structure
~ was established and the only financial responsibility assumed by

- the DVR was to subsidlize transportation. During the trial period,
Six clients were to bé referred from each of the regions served,
liaison counselors were to be assigned, and channels of communica-
tion opened between the project and the rehabilitation agency.

The gulding philosophy throughout the period of the project was
that there be a dynamlc approach toward determining community needs
rather than to concentrate on development of sources of income.

: By September of 196l, during the second year of the proj-
ect, a formal Working Agreement was arranged between the Kennedy
Job Tralning Center and the Division of Vocational Rehabilitation,
The agreement spelled out in detail the type of services to be
purchased by DVR, the duration of these services, and the fees
for the services. . Persons referred to the workshop were to be
admitted for a six-week dlagnostic period followed by a twenty-
8ix week program of work adjustment training. Staffings were to
be held and reports prepared at the end of the diagnostic period
and after the thirtsenth and the final weeks of the adjustment-
program. Reasons for terminations and dismissals were spelled
out. The type of client served was described in detail and the
gervices offered to him, including placement , were described in
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-the document.

As the grant period .for the project drew to a close, the
Working Agreement was revised to reflect the changes brought about

by the 1965 Amendments to the Vocational Rehabilitation Act. The

ma jor change was provision for a period of "rehabilitation poten-
tial determination which could last as long as seventy-two weeks.

" Increased fees were granted as a result of the. additional services

being offered and the higher level of professional competence demon-
strated by the Job Training Center staff. T

Consistent with the policy of exploring community needs,
contacts were made with a number of the public high schools in
the area served by the project. The staff found that it could
quite readily make contact with the administrators of the schools
and especlally with the special education teachers and with di-
rectors of special education. Initially the contacts were made
for the purpose of getting referrals of students who were poten--
tlally suitable applicants for service in the workshop. However,
1t soon became evident that a need existed for a structured co-
operative program whereby vocational evaluaition and training could
take place while the student was still attending school and that
hopefully this would result in a smoother, more effective transi-

tion from school to the labor market for the mentally retarded
person.

Borrowing some of the basic notions developed by the Jewish
Vocational Service of Milwaukee, Wisconsin, in VRA Project Number
4oL, "A Work Experience for the Mentally Retarded During Their
Last Year in Public School", an experimental program was launched
in cooperation with the Carl Sandburg High School, about four miles
distant from the Job Training Center. A group of six students was
Sselected after the director of the project addressed a meeting of
parents of students in the special education classes. The six
students were selected by the high school staff using no criteria

- other than that the teacher felt that these young people could

benefit from the program.

It waé_agreed that the high school would provide transpor-

‘tation to and from the workshop, that students would attend classes

every morning and would be in the workshop daily from 12:4,5 PM to
3:45 PM, that applicants would be.processed in the same way as other
applicants, that the program would continue until the end of the
school year, and that any decision about continuation would be de-
ferred until that time.

The members of the high-school work group were paid at the

| prevailing, authorized rate for the workshop and were immediately

assigned to tasks that were then current in the workshop. They
were given the same counseling services as all other trainees and
the production supervisors applied -to them the same techniques
that were used on the rest of the shop population. No speclal
tasks were assigned nor was any attempt made to isolate this group
in any way. Staffings involved the participation of the special
education teacher from the Sandburg High School.
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The experiment was found to be successful and was continued
even after the special education class was moved to a newly con-
structed school in the same district, the Amos Alonzo Stagg High
School. At the present time, the cooperative arrangement is being
carried on with no fees being paid. The numbey of tralnees has
varied from year to year and none of the originhal group is still
in atteadance. Only two of the original six remained in the pro-
gram through the second year and were placed in jobs through the
~efforts of the project staff.

‘As & result of the experiment with the Carl Sandburg High
School group, an inquiry was made by the special education teacher
at another closeby school, Evergreen Park High School. An iden-
tical program was set up for two mentally retarded students and
was expanded in the Fall of 1964 to include students from the en-
tire speclal education cooperative of which the Evergreen Park |
High School was a part -- the AERO Special Education Coopérative -- .
which served the Argo, Evergreen Park, Reavlis, and Oak Lawn High

Schools.

By the following Year, the AERO cooperative had entered |
into an agreement with the Division of Vocational Rehabilitation
of the State of Illinois. The stated purpose of this agreement

follows:

"To better educate the handicapped while at their
most lmpressionable .age - the following 1s proposed:

A. A combination of vocational work experience within-
the school setting; training service secured from
- 8 sheltered workshop, and on-the=-job adjustment
training which would be in the community.

B. The program involves four phases which are flexible '
and adjusted to the needs of the individual student. : f

These phases are as follows:

l. Social-Vocational Evaluation and Education. | i
2. Prevocational In-School Work Experience. o
3. Sheltered Workshop and On-the-Job Adjustment ;

Training in the Community. .
L. Placement and Follow-up." : '

- A supplementary agreement spelled out the relationship
between the AERO Area . Special Education Cooperative and the
Kennedy Job Training Center and clarified such items ag the kind
of. training to be offered, referral procedure, fees, the evalua-
tlon procedure, records, and professional coordination. The
school-work experiencs programming has become an integral part
of the project's operation. Its implications and future will be
dlscussed later in the report.
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- The growth of the:Kennedy Job Training Center and the
potential for increased services made it imperative that addi-
tional support be sought, especlally types of support which might
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continue after the termination of Federal grant support. The
Department of Mental Health of the State of Illinois has establish-
ed a program of grants-in-aid to day-care centers for the mentally
retarded and was particularly interested in assisting those facil-
ities whose services were not being duplicated in the community.

After reviewing written material and conferring with staff
members of the Department of Mental Health about standards and re-
quirements, a modest proposal was made in the Spring of 196L. 'The
request was approved for the fiscal year starting July 1, 1964,
and has thus far been renewed for the fiscal years starting July.1l,
1965, and July 1, 1966. 1In essence, the grant-in-aid provides sup-
port funds for specific additions to the workshop staff. It has
also made 1t possible for the Kennedy Job Training Center to pro-
vide services to a limited number of mentally retarded persons on
a long-term basis. In this group are trainees who have not been -
able to reach a level of functioning which would make them place- o
able in a regular employment situation. B

The grant-in-aid funds have been utilized for the employ- w
ment of a full-time production supervisor, a parv-time social -
worker, a part-time field representative, and for the purchase |
of services from a psychological consultant. There are no re- ‘
strictions as to how these personnel are to be utilized and they
need not be assigned to serve any special segment of the work-

shop population. Rather they are integrated into the total pro- |
gram of the Job Training Center. ’

Consistent with the project's philosophy that staff and
services be expanded to meet growing needs, inquiries were ad-
dressed to the Division of Vocational Rehabilitation late in
196, regarding the availability of Laird Amendment funds to pro-
vide additional personal services. It was almost a year before
| application procedures were clarified and a request was made
? through the Illinols DVR, but effective in April of 1966, match-
- ing funds were arranged and monies were made available to enlarge
A the workshop staff. A full-time vocational counselor was hired .
, to assist the evaluation supervisor in the counseling aspects of o
- the program and it became possible to arrange for additional time "
to be spent by the part-time social worker. The budget also per-
mitted hiring additional clerical help, but at the end of the VRA
grant period, such a person had not yet been employcd, mainly be- s
cause office space was not yet available. As of the time of the s
preparation of this report, it is too early to tell whether the { ﬂ
Laird Amendment funds will be renewable or whether these -new ser- ‘

vices will be successfully incorporated into the on-going program.

|
Not all the efforts of the staff were directed toward ob- L
talning funds for increasing services. A deliberate part of the L
project's activities was the establishment of cordial and mutually
beneficial relationships with other workshops and rehabilitation
facillitles in the Chicago metropolitan area. This took the form
of sharing of sub-contracts, expediting of referrals between
agencies, and discussion of matters of common concern.
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The dlscussions among workshop and rehabilitation per-
sonnel led to the organization of associations that would act
as vehlcles for professional interaction. The Kennedy Job Train-
ing Center, from the time it was founded, became a member of the
- National Assoclation of Sheltered Workshops and Home bound Pro-
grams and the National Rehabilitation Association. Members of
i1ts staff have been actively involved as members of the Illinois
Rehabllitation Association and were instrumental in the formation
of a Workshop Division of the I.R.A. The project director has
served as state membership chairman of the National Association
of Sheltered Workshops and Homebound Programs and helped to or-
ganize an Illinois Chapter of N.A.S.W.H.P. )

To further keep in touch with local activities, the pro-
ject maintains contact with the Welfare Council of Metropolitan
Chicago. Other services are available from the Catholic Charities
of the Archdiocese of Chicago, especially casework services for
those trainees who are part of the Kennedy School student body.

Advisory Groups

‘The Kennedy Job Training Centér is not a separate corporate
entity. Tor administrative purposes it functions as a part of the
Lt. Joseph P. Kennedy, Jr. School for Exceptional Children and as
such is covered by laws applying to not-for-profit corporations in
the State of Illinois. The corporate officers are all members of
the Sisters of St. Francis of Assisi, the religious community which
operates the School. S |

However, the School has an Advisory Board, composed of com-
petent, interested, and active lay people, most of whom are not
parents of mentally retarded children. As sa part of the Kennedy
School's total program, the workshop merits attention from the Ad-
visory Board in its deliberations. Individual members of the Board
have given generously of their time and resources in helping the
Job Training Center to achieve its stated goals.

The Kennedy School also has a women's auxiliary, whose role
is primarily fund-raising. The dedicated members of this group
have taken a close and continuing interest in the progress of the
Job Training Center ever since its inception. ‘

Ever since the project.was activated, the director and staff
have been able to rely for sound advice and counsel on Mr. Michael
Galazan, Executive Director of the Jewish Vocational Service in
Milwaukee, Wisconsin. He is regarded by all concerned as the god-

father of the project and his guidance has helped the project staff
over many rough spots, _

Several attempts have been made, without success, to form
a Board of Consultants which would concentrate on the activities
of the Job Training Center. It has been felt that a small, easily
assembled group of this sort, representing a diversity of interests
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business, industry, labor, education, and rehabllitation - would
have much to offer in the way of glving the project a broader per-
spective. Perhaps because the Kennedy School Advisory Board has
been avallable for many of these activities, a specialized work-
Shop board has not yet been brought into being, but there appears
to be a valid need for such an advisory body.

i The project has also had the good fortune of having the
) interest and sponsorship of the Lt. Joseph P. Kennedy, Jr. Foun-
dation. The original funding for a workshop at the Kennedy School

, was provided by the Foundation and during the three years of the

;f project, a portion of the necessary matching funds came from the

' same source. Beyond the financial support, the Kennedy Foundation
has helped to set goals and to make available the most adequate
kinds of consultative services. Association with the Foundation
served as a stimulus .toward the establishment of ever higher
goals for service to the mentally retarded and resulted in deter-
mination on the part of the staff that its work with the retarded

- would be worthy of continued support. :

Synthesis of Components to Provide Services to the Mentally Retarded.

. The Kennedy Job Training Center had delineated the problem
with which 1t was confronted and had begun to develop an approach
to that problem. The clien: was described and located, a suitable
location was at hand to aerve bim, & staff had been gathered to
provide the service, axnd the help of community agencies and advi-
sory bodies had been enlisted. The next step was to effect a
synthesis of the resources of these components into a workable
program. :

‘The vehicle chosen to provide the services of vocational

evaluation, training, and placement was the sub-contract work- :
shop. Other elements had to be added to create s well-rounded ;
program. Counseling, during and after the training program, were '
essential to the project. Placement was a logical part of the
continuum of services if the role of the training center was to

be complete. For some clients, extended services had to be made
gvallable, such as casework to deal with non-work related problemsy. .
Finally, it was necessary that there be an administrative grouping 3
of the various kinds of retarded persons being served. X

T W e Tea v miams

Sheltered workshops have demonstrated their usefulness in Loe
the rehabilitation process for many years. For the mentally re- :
tarded, as for other handicapped persons, the workshop 1s s :
milieu in which the realities of work may be encountered and the fl
demands of a work situation can be met. The Kennedy Job Training -
center elected to have a sub-contract workshop for the following
reasons: -

l. Reliance on prime manufacturing for a new facility

would be unrealistic considering the complexity of
3 Setting up means of distribution and the initial :
Ef _ . Investment for materials and equipment. 4 !

©
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2. The location of the workshop in a large metropolitan
area was advantageous for the procurement of sub-con-
tract work.

3. Sub-contract work added an element of reality to the

work situation since trainees could be made aware of
N the fact that the products were destined for distri-
i bution somewhere in the community.

. . The use of sub-contract wdrk, rather than simulating
Lo work, 1s an economic necessity in that it brings ..
income which can be used to compensate the trainees.

E | From its very inception, the Kennedy Job Training Cen-

5 ter applied for and was granted a "Certificate Authorizing

A Special Minimum Wages for Handicapped Clients of a Sheltered
Workshop" from the Wageés and Hours and Public Contracts Divi-
Sions of the United States Department of Labor. The current
hourly rate ls thirty cents and can be supplemented by a bonus
system.

Starting and maintaining a workshop can be a trying ex-
perlence, especlally with an influx of new clients who must be
kept busy. Many an anxious moment has been survived when the

. supply of work dwindled and the imaginations of the staff members
Lk could no longer conjure up new tasks. How the staff grew in so-
S phlstication regarding proper pricing and work that was approp~

riate to the needs of the trainees will be described later in the
report. The gulding philosophy was that the. program was to center
around work attitudes rather than skill training and that these
attitudes could be buillt around a variety of sub-contracts rang-
: ing in complexity from the most basic, such as placing a plastic
, spoon or fork into a polyethylene bag, to relatively complicated
| tasks in the clerical areas or, as it developed, in the molding
b of candles.

[ ‘ As 1t evolved, gaps were found in the program when 1t
relied on sheltered workshop activity alone. The custodial
chores of the Kennedy School were a source of training opportuni-
ties for cllents from the community who had never been exposed to
a8 floor-polishing machine or a commercial dishwasher, though many
of these jobs were commonplace to the residents of the Kennedy
v School. Other part-time jobs were found in the surrounding com- ]
munity, such as stock work in food stores, which were useful, in , ;
particular, to those trainees whose existence was centered in the !
institution.

e g = =

Certaln basic information must be communicated to the

£ tralnee at the beginning of his workshop experience. He must

] be taught the use of the time-clock and the function of this

- clanking monster  interpreted to him. Regular hours are essential
; and promptness in returning to work after breaks and lunch must

1 be communicated to ‘the client. Some of these values have been

1
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- the Kennedy Job Training Center. Holding the various elements

- level of functioning. While the evaluation supervisor coordinates

‘week. It quickly became evident that this was an insufficient

~ failrly limited and it is not necessary to

of the project. Through the efforts of s gentleman who had long
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difficult to teach to the trainees in the Kennedy Job Training
Center since they do not have the responsibility for traveling

back and forth on their own, but they have been stressed within
the limits of the program as it exists.

The sub-contract workshop and the other svailable work
activities are only a part of the whole complex of services of

of service together is the counseling program which concerns :
itself with the individual trainee and his problems. Through: i
counseling the client has & link between his past experiences, _ o
the workshop situation in which he is then involved, and the |
unknown future of work and productivity which may be vague and
threatening to him. By design, the counselor is the "good guy"

who can interpret the changing pattern of his existence to the

trainee. This is different from the role of the production

supervisor, or foreman, who is generally viewed as an impersonal
authority figure. While the counselor is accepting and available

in emergencies, the foreman is not required to play any specific.

role. Rather he 1s only asked to have an awareness of the inter-

action that surrounds him and to react to clients and gituations

in a natural way so as to create a realistic work situation.

Resolution of crises is the province of the counselor, but the

work of the counselor goes beyond playing a role or dealing with
emergencies and will be described later.

The end result of the evaluation, training, and counseling
1s & successful placement in a job commensurate with the traineets

all the aspects of the program and makes the final determination

of a client's readiness for employment and the types of jobs he

can handle, it is nevertheless necessary for some one person to

have the responsibility to seek out resources for the placement |
of "graduates" of the Job Training Center. For this reason funds

were requested from the Illinois Department of Mental Health, as f
part of the grant-in-aid request, for the purpose of employing a

field representative. Initially the amount of money made avail-

able was only enough to pay a person for about twelve hours per

amount of time for any person to render effective services so thst i

the workshop budget was adjusted to offer a three day a week
position.

The field representative operates principally away from
the workshop itself. His approach is tallored to meet the needs
of individual clients rather than to merely make contacts which
might lead to eventual placements. In other words, he seeks
specific jobs in specific locations for individual trainees who
are ready to leave the workshop program. An individualized ap-
proach 1is possible when the number of potential placements is

try to create a gen-
eral market for the employment of mentally retarded persons.

g s ceeem g ot e e =

An interesting development took place early in the history |
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been assoclated with the Kennedy School, several opportunities
for part-time jobs presented themselves. The - operators of

three food stores agreed to accept for one day a week some men-
tally retarded young men recommended by the Job Training Center.
The duties assigned to these young men at various times included
Sweeping, cleaning shelves, unpacking newly delivered merchan-
dise, stamping prices, stocking shelves, and bagging orders.

For trainees from the Kennedy School the experience in stores
was particularly useful. It was necessary to use public trans-
portation for part of the trip and the day each week in the com-
- munity was a change from the institutional life to which they

] Wwere accustomed. Excellent rapport with the employers has made
1t possible to move-in a succession of trainees to replace those
who had moved on out of the School and the workshop and at the
same time provided excellent communications so that the work-
shop staff could keep posted on job performance.

It would be unrealistic to expect that all trainees could
be moved through an uncomplicated evaluation and training program
and then out into jobs. Additional services to clients and their
families have been offered as the need arose. Mainly, these ser-
vices have been casework. The Kennedy Job Training Center's soclal
worker has started to bring in groups of parents to interpret the
goals of the workshop and has used these meetings as a mesns of
‘ indicating his availability to them for individual consultation.
| It has been possible, through the Division of Vocational Rehabil-
: itation, to refer trainees for psychiatric diagnosis and treat-
ment, for prosthetic.devices, and for dentures.

Services have also been extended to those clients who
have been successfully placed by giving them a link with an
agency that i1s interested in their progress. The evaluation
supervisor, the social worker, and the director have been avail-
able to those who were having some difficulties or who wished to
change jobs. Where geography makes this difficult, other com
munity agencies have been involved to give the needed support.

A ticklish question has been what alternative plans can
be made for those trainees who are not ready for competitive
employment at the time they have completed the program of the
Kennedy Job Training Center. Wherever and whenever possible,
the evaluation supervisor has tried to plan with the family and
with the client. After moving a mentally retarded person along
the continuum toward greater productivity, it is inconceivable
that he should be sent back home to an aimless existence. In
some cases what 1s indicated 1s a long-term or terminal sheltered
workshop. In other cases, even a workshop situation is too de-
manding for the trainee and an activities program would be in-
dicated. The Kennedy Job Training Center saw as its main goal
the operation of an evaluation and training program and could
only meet the other needs on a very limited basis by accommodating
a small number of trainees for extended service. - The very term
"terminal workshop" implies a static approach to the rehabilita-
tion of the mentally retarded. Experience has demonstrated that

HEPRT S R ST DI RET eee p s

K
§




-2 -

'with a dynamic approach, continued counseling and close super-
vision, many trainees can achieve employability at some time
long after completion of the formally structured program. The
solution to this problem 1s not easy but must be found in each
community. - .

Because of the differing needs of each group and the.
origin of the referral, the Kennedy Job Training Center has
developed to a point where administratively there are. four dif-
ferent groups. The philosophy, the counseling, and the techniques
applied to each group are the same. The difference lies only in
the intensity of the service, the number of hours spent in the
workshop, and the duration of the program. Following are the
groups being served in the workshop at the end of the grant period:

1. Resident and day students of the Kennedy School. . .

2. Tralnees directly sponsored by the Divislon of Voca-
- . tional Rehabilitation of the State of Illinoils.

- 3. Students from local high school special education
- classes. l

4. Long-term trainees.

At the time the project was activated the only group to
work with was the readily avallable student population of the
Lt. Joseph P. Kennedy, Jr. School. In order te develap the .
necessary techniques and to handle the flow of sub-contract work,
all of the resident and day students of the Kennedy School who
were sixteen years of age or older were brought inte the program.
As time went on, and as each trainee was evaluated, 1t was found
that some were incapable of handling even the mest minimal kinds
of work demands and they were dropped from the workshop schedule.
Others were kept on for a part-time program and spent one or two
half-days per week in the workshop until.the time of their leav-
ing the School. Some of the original group are still part of the
workshop activity and will continue to be for a long time since
they comprise a group which has been accepted as life placements
at the Kennedy School. B :

A reappraisal of the workshop program as 1t affects tirainees

from the Kennedy School has been taking place as the project drew
to a close. The premise had been that exposure to the workshop

over a three or four. year period would make up for the relatively

small number of hours spent in the shop. It was also more con-
venlent to schedule the workshop periods around classroom and other
activities. However, there were disadvantages to thls approach.
First, for those who were achieving academically, a certain amount
of momentum was lest by being out of class for even one half-day a
week. Second, it was assumed that all students would be in the
School until some arbitrary dismissal age, ususlly at about age
twenty, but many of the students were potentially adequate enough
to leave the School before this age. Third, some of the students

wdb.
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Rk were caught up in a maelstrom of activity -- classroom, workshop, _
» part-time work in a food store, and custodial chores for the .
School -- often not doing justice to any of these., 3

Tentatively the plan is to keep students in the academic
program as long as they make progress. Dismissal time will be
anticipated by at least one calendar year so that it will be pos-
Sible to bring the individual student into the workshop for a full-
time intensive program for a six to nine month period.,

During the period of the project, the greatest number of
clients served were, in terms of man-hours in the program, those
who had been referred and sponsored by the Division of Vocational
Rehabllitation of the State of Illinois, Many of these referrals
originated with the Division,’ Others came directly to the Kennedy
Job Training Center from other agencies or schools or were directed
by friends or as a result of some bit of publicity. These were
seen for intake and were then referred back to the Division of

* Vocational Rehabilitation to have a case opened., After process-
ing by the Division, including interview, medical and psychological
examination, and determination of feasibility, the clients were

{ pPlaced on a waiting list for admission into the workshop program.

This group of trainees, sponsored by DVR, was the one which
was the primary target of the project. Those trainees who came
from the Kennedy School were already participating in a vocational
training program, even if less sophisticated, and the clients who
were to come from the public schools were still part of an academic
program and were under the supervision of school staffs. The others

Were moving aimlessly from job to Job, or even more disturbing, were
Just sitting at home with no plans for the future.

It was to moderate this problem that the project reached out
to the public schools to develop a cooperative special education- ,
work training program. If a 1link could be provided between educa-~ ;
tional training and work and a smoother transition effected between '
School and the job, fewer mentally retarded persons would be left
in a vacuum at the conclusion of their years in school. ' ,

As a consequence of bringing trainees in from the community,

the staff of the project quickly became aware of the need for some ?
kind of long-term services to meet the needs of persons who could .
not be moved into regular employment at the conclusion of their %
period of training in the workshop. There had to be some limita-
tion on the number of persons so served in the Kennedy Job Train- |
ing Center since its focus was to be on evaluation and training .
and its emphasis on movement. The policy that was formulated was '
that no referrals would be accepted directly to a long-term pro-

gram and that only those clients who had completed the regular

course of evaluation and training would be eligible for extended

services. In some cases the lohng-term trainees were kept in the

workshop pending successful placement rather than to return them

to thelr homes to wait. Among the others, some were placed after :
B 8 long period of time due to theilr own vocational development and o
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changes 1in the ‘local labor market which made it easier to find
Jobs for marginal persons. It has been necessary to keep a few
because of the lack of long-term sheltered workshops to which
they can be referred.

Summarx

- When the Kennedy Job Training Center applied for assistance
for the creation of an Occupational Training Center for the Men-
tally Handicapped, it was necessary to pinpoint the problem which
1t faced in its local community. In order to develop an effective
approach to the resolution of the problem, the ingredients neces-
sary to the solution had to be separated out. The client was de-
scribed and case-finding technlques developed to seek him out.
Recrultment of staff was begun and their functions and responsi- -
bllitles outlined. Various community resources were investigated,
thelr assistance sought, and their services integrated into the
total functioning of the project. The key agencles in the develop-
ment of the project were the Division of Vocational Rehabllitaticn,
the Department of Mental Health of the State of Illinois, and
public school systems in the area served by the Job Training Center.
All of this evolved into a range of services not originally antici-
pated for the project but created in response to a need. The imple-
mentation of these new activities was made possible by the avail-
abllity of additional funds to expand staff.

: The development of all of these program gctivities was
expedited by the advisory groups avallable to the project. . No
small part of the advice came from the administration of the Lt.
Joseph P. Kennedy, Jr. School and from its Advisory Board and
women's auxlliary. Professional assistance resulted from member-
ship in the Illinois Rehabilitation Association and the National
Agsociation of Sheltered Workshops and Homebound Programs and from
professionally competent persons such as the director of the Mil-
waukee Jewlsh Vocational Service. :

A sheltered workshop program was selected as :the vehicle
for moving the mentally retarded person into contact' with the
realities of work and moving him along the continuum toward great-
er productivity. It was necessary to cope with the mechanical
complications of setting up a sub-contract workshop gnd to pro-

cure appropriate kinds of sub-contract work.

The workshop program cannot be an end in 1tself, so other
procedures had to be developed. Counseling was the cement that
held together and gave meaning to the whole experience to which .
the mentally retarded client was being exposed. Further, as his
productivity increased, thought had to be glven to placing him
in a suitable job in the community. If he proved unable to move
out into competitive employment, extension of services; was needed
to help him resolve non-work relasted problems and to provide an .
environment in which he could function comfortably and productively..

For administrative convenience it was necessary to separate
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-the trainees into groups which had some characteristics in common.
-The 'results were groups for the resident students of the Kennedy
School, for the trainees being sponsored by the Division of Voca-
tional Rehabilitstion, for the trainees from the public school
work-s tudy programs, and for the cllients needing a long-term work-
shop experience, ' '
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Chapter III
,Implementing the Approachl

 '§29cifics of Program

Within the framework that had been constructed and the
machinery that had been set up, a moving force was needed. A
consistent philosophy of rehabilitation was esfential for the

guldance of the staff as it approached the problem of setting ﬂ

up a professionally adequdte program of vocational evgluation 2
and training for the mentally retarded. , S

As a starting point the definition of rehabilitation |
proposed by the National Rehabilitation Assoclation was |
utilized: | ' -

"Rehabilitation is an individualized process in
which the disabled person, professionals and others,
through comprehensive, coordinated, and integrated
services, seek to minimize the disability and 1its
handicapping effects and to facllitate the realiza-

tion of the maximum potential of the handicapped .
individual." '

Central to the philosophy of the Kennedy Job Training P
Center is the importance of 1nstilling in the client good work
attitudes. Once these habits of promptness, consistency of
work - both as regards quality and quantity - acceptance of
authority, and good interpersonsal relationships have been inter-
- nalized, the mentally retarded person should be able to acquire
the skills necessary for s particular job.  Up to this point in
the development of the Job Training Center, there has been no o
emphasis on the teaching of job-skllls. Such things as dexter- _ -
1ty, coordination, Judgment, and ability to tolerate repetitive o
tasks are noted as part of the total evaluation of the indi- |
- vldual traineets potential and for the purpose of directing him
toward suitable employment. However, actual training in spe-

|
|
cific skill areas has not been incorporated as part of the pro- 3 w
gramming, ' |

The actual work experience is the means by which the Lo
retarded person is confronted with reality. From the first day j J
"in the workshop, the trainee 1s assigned to one of the on-golng '
Sub-contract tasks. There is no reliance on work samples. It ]
has been found that measurements of productivity and quality of iy
work can be as readily made without the use of g work sample or i
other simulated work activity. The shop and the work eéxperience "

are used as a situationsl technique designed to give the client
& new milieu in which to functien, where he can be observed and

moved toward increasingly adequate behavior. Throughout all of

these experiences the binding factor is the emphasis ocn develop-
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ment of good work attitudes.

The Workshop

In a program based on work activities, the type of
tasks to be found in the shop are of the utmost importance.
Ideally they should represent a wide range of diffioulty,
should be consistently available, rather than in spurts, to
facllitate scheduiing, and should be profitable. In the Ken-
nedy Job Training Center every effort is made to see that bid-
ding practices conform with the legal requirements of the Wages
and Hours and Public Contracts Division of the United States
Department of Labor so as to eliminate the possibility of un-
fair competition with business or of exploitation of the haendi-
capped population of the workshop and at the same time assure

the Job Training Center of getting a failr price for the work
it does.

~ The primery source of sub-contracts for the Kennedy Job
Training Center i1s the Community Industrial Contract Associa=
tion, an affiliate of the Welfare Council of Metropolitan Chicago.
The Job Training Center has membership in this unique organiza-
tion along with the Chicago Jewish Vocational Service, the Chicago
Association for Retarded Children, the Chicago School for Retard=-
ed Children, the Cook County Welfare Department Rehabilitation
Division, and the Illinols Association for Crippled Children and
Adults. Each agency contributes toward the budget of the Come
munity Industrial Contract Association. The major function of

the Assoclation is to develop sub=-contract resources. This 1is
done by a full-time field representative who employs various

means to contact industry for the purpose of soliciting work for
the member workshops and homebound programs. He does this by
actual canvass of businesses, by advertising in the Yellow Pages

of the-telephoné directory, by mail contucts, and through various
publicity media.,

Other sub-contracts have come from people who have had
some assoclation with the Kennedy School or the Job Training
Center, as a result of publicity, or as a result of recommendae~
tions by satisfied customers. They have varied in complexity
and in the degree to which they have met the needs of the work-
shop for work which i1s useful for training purposes. Likewlse
there has been variability in how profitable they were and how
long they lasted. An 1llustration of some of the types of work
done 1in the workshop over the three year period follows:

l. Packaging of plastic spoons and forks. Indi-
vidual spoons and forks are placed in a polye~

thylene bag, heat-sealed, and bulk-packed.

2. Packaging of an "end-plate" kit. Various ma-
terials needed to complete a sink-top instale
lation are gathered and placed in a carton

which has to be set up and taped.
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3. Packaging of bicycle parts. Various types
of spare bicycle parts were counted into
small boxes which had to be stamped, set-
up and then placed in master cartons.

. Packaging of auto accessories. Chrome air-
cleaners are assembled and placed in display
containers and then in master cartons.

5.'Packaging of microphones, microphone stands,
and adapters in individual cartons and then in
master cartons.

6. Packaging of antiquing kits. Various ma-
terials such as spray paint, drop cloths,
sandpaper, and instructions are assembled
and placed in individual cartons which were
labelled and placed in master cartons.

T. Packaging and mailing of speed reading kits.
The various materials are assembled, placed
in individual cartons and then in a corrugated
contalner. Pre-addressed mailing labels are
sorted by postal zone, the amount of postage
determined, postage affixed by a postage meter,
and taken to the local postoffice for mailing.

8. There have been a wide variety of other tasks
such as assembling corrugated partitions, col-
lating and assembling catalogs, and inspecting
battery plates. o '

It would serve no useful purpose to enumerate each sub-contract
in the workshop. The foregoing is descriptive of the types of
work encountered in the project and parallels can surely be found

in other sheltered workshops. However, the staff maintains an

awareness, which it constantly communicates to the trainees, that
8ll of these jobs are done for industry and must be of industrial-
1y acceptable quality and on schedules acceptable to the sub-con-
tractor. The experience of the Kennedy Job Tralning Center has
been that while there have been occasional criticisms of the
quallty of the work, in no case was a job taken away for this
reason. Scheduling has been more of a problem and in several
cases sub-contracts were relinquished when the Job Training Center
could not meet the demands for production. On the whole, perform-
ance has not been a problem as is evidenced by the fact that a
number of sub-contractors have seen fit to give work to the Job
Training Center repeatedly.

In August, 1963, the Kennedy Job Training Center em-
barked on a new venture. Arrangements were made for the director.
to visit a candle manufacturing concern in Hyannls Port,
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Massachusetts to explore the feasibility of setting up a
candle manufacturing operation in the workshop at Palos
Park. Several factors entered into the decision to launch
such a project. = - :

l. Although the proposed project would be on a
sub-contract basis, i1t would lessen the work-
shop's dependence on the availability of sub-

contracts and would facilitate scheduling of
work,

2. Initial funds for the project were to be sup-
: plied by the Kennedy Foundation to provide for

the purchase of the necessary equipment and
supplies. , |

3. The manufacturing process seemed adaptable to
- the needs of the mentally retarded; well with-
in the limits of their capability and yet chal-
lenging enough to the more adequate .trainees,
with steps that demanded levels of judgment
not typically found in tasks available in work-
shops for the mentally retarded.

4. There were no hazards involved in the manufactur-
ing process since the melting point of the wax
was far below any danger point and with properly
designed equipment there was no danger of fire
or explosion. .

The arrangements for setting up the candle project took
almost six months and included a contract with the Old Harbor
Candle Company which specified prices, responsibility, and other
conditions. By March of 1964 the Kennedy Job Training had ac-
quired equipment and supplies, staff members had been trained

for candle making, and production of three varieties of hand-
molded candles was begun. |

Although there were many mechanical problems to be selved
and business matters which were never fully resolved, the candle
project proved to have great value. It took much of the avail-
able floor space of the workshop compared to the six or eight
trainees who could be kept occupied and the workshop staff has
been unable, so far, to devise a workable means of controlling
the dirt resulting from the project. However, most of the goals
that were sought when the candle operation was started were at-
tained and in the eyes of the trainees assignment to some phase
of candle making assumed a kind of status. The Old Harbor Candle
Company placed its orders sufficlently far in advance so that, as
a8 rule, production could be planned. Shipments were made to only
one place and there was no responsibility for either marketing or
distributing the product. For the trainees the candle making was
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an opportunity to see a complete manufacturing operation. The
raw wax was melted, other ingredients added, such as stearic
acld, dyes, and for some candles, scents, the melted mixture
poured into molds, and after the candles had solidifled, they
were removed from the molds for finishing steps and packaging.
The various steps tested the judgment of the tralnees in that
they had to keep careful check on the temperatures, had to de-
termine when it was time to open the molds and remove the can-
dles, had to remove excess wax or "flashing”, and had to de-
termine i1f a candle was of acceptable quality.

The candle operation at the Kennedy Job Tralining Center
was the forerunner of the John F. Kennedy Flame of Hope Candle
project and the pllot steps for the latter also took place 1in
the Job Tralning Center. It was there that the origlnal molds
were first sent, where the proper wax mixtures were triled and
improved, where the time and motion and other engineering stud-
ies took place, and where the accounting consultants studied
the candle making process for the purpose of developlng systems
of accounting and cost controls. The feaslibllity of this pro-
Ject had already been demonstrated by the Kennedy Job Training
Center's affiliation with 0ld Harbor and led to a unique and
promising development in the sheltered workshop fleld.

Throughout the period of the Federal grant, the staff
of the Job Training Center became increasingly sophisticated
In 1ts dealings with sub-contractors. In 1ts early stages,
when there was a shortage of work, jobs were accepted without
careful scrutiny as to their suitablility for a workshop and
often reluctantly because of some questions about the adequacy
of the prices. As resources were developed and as the staff
gained in wisdom, bidding for jobs became more realistic and
some were turhed away 1f they seemed lnconsistent with the
needs of the workshop. The members of the Community Industrial
Contract Association are contemplating ways to improve the ser-
vices of the Assocliation by adding an additional fleld man and
making available the services of an industrial engineer to help
with pricing and setting up jobs. Also being considered 1s a
cooperative hauling arrangement so that each agency need not
take care of its own trucking needs. The Kennedy Job Training
Center purchased &8 used truck which was Government surplus and
had it reconditioned for use when sub-contractors could not or
would not handle trucking of materials to the workshop and
finished goods from the workshop. Prior to this the workshop

“had ‘access: to several vehicles which were the property of the

Kennedy School. Initlally one of the School's maintenance men
was pressed into service as a chauffeur, but later one of the
Job Training Center staff was assigned to the task of drivi
the truck when needed. ‘

Another matter about which the staff grew to be wafy
was the bulk of a particular sub-contract job. Bulky goods
not only necessitated handling, but also posed a problem of
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warehousing. The project was fortunate in that the Kennedy
School, with 1its large complex of buildings, had a small ware-
house, several garages, and tunnels connecting some of the
buildings which could be utilized for storage. However, the
staff soon learned that the cost of the extra hendling and
warehousing had to be figured into the costs.,

As staff "know-how" increased, a review of longer
Standing jobs was begun and a sharper pencil used in figur-
ing new jobs to reflect the increasing costs of doing busi-
ness and to assure compliance with legal requirements. Dur-
Ing the last year of the project there was a more comfortable
availability of sub-contract work which placed the Job Train-
ing Center in a better bargaining position. The plan as the
" Project drew to a close was to continue the careful scrutiny
of jobs which were offered for bidding both as to their pro-
priety and their profitability.

The location of the Job Training Center on the grounds
of the Kennedy School made it possible to add another dimension
to the program. The institutional setting provided opportuni-
ties for service Jobs which were commonplace to many of the
residential population but were strange to the trainees coming
from the community. Yet many of these Jobs were to be found in
the community as full-time occupations and were reasonable vo-
cational goals for some of the trainees.

For instance, the Kennedy School maintains an infirm-
ary under the supervision of a trained practical nurse. It
has been possible to assign several female trainees, from time
to time, to work in the infirmary and learn how to make beds,
clean, help with serving food to patients, and so on -- ugserful

training for 8 young lady who might later be employed in a nurs-
ing home.

The Kennedy School has on its premises a laundry which
1s equipped with equipment similar to that found in regular
commercial laundries. Several young ladies have been trained
there in the use of the mangle, hand pressing of shirts, and
other laundry tasks. As g result, two of these trainees are
now employed in laundries close to their homes.

The large and beautifully equipped kitchen of the
Kennedy School gives ample opportunity for training in food
preparation. Each noon finds the kitchen humming as meals are
prepared for about 250 persons. Many trainees have had the

eéxperience of helpihg to prepare and serve food, and operate
the commercial dishwashing machine.

There is no lack of opportunity to learn custodial
chores in such g large institution. Thig can be in the work-
shop building 1tself, where floors, washrooms, and offices mus t
be kept tidy. The School grounds must be policed and the large
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" intake report is up-dated and a family member 1s required to

‘simple application form (Appendix A) to the best of his ablility.

- found in Appendix C.

‘from the candidate and to add other useful data. Family members
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lawns mowed. Corridors, classrooms, and offices have walls and
windows to be washed and floors to be scrubbed and polished.

All of these tasks are not merely "busy-work" nor are
they especlally designed to save money for the School or the Job.
Training Center. They have been  found to be excellent training
devices and for many trainees they are reasonable vocational
goals. The staff of the Kennedy School, both religious and lay,
serves as a supplement to the Job Training Center staff. When
trainees are assigned to work for one of the Sisters or one of
the maintenance personnel, the supervisor 1is asked to carefully
observe the functioning of the trainee and to report to the work-
shop, on the same forms used by the production supervisors, as
to the performance on the job. The experlence in service areas
has been found to be useful and meaningful to many of the train-

ees, some of whom are not able to cope with sedentary jobs to be
found in the workshop itself.

The Intake

: A fairly straightforward procedure has been developed
to handle intake of applicants for the Kennedy Job Training
Center. It has met the needs for acquiring information about
prospective clients and for a ‘gross screening of applicants.
A8 has been previously stated, the policy of the project has
been to encourage admission of as many potentially suiltable
candidates as possible rather than to arbltrarily screen them
out on the basls of availlable predictive devices. The Division
of Vocational Rehabilitation has supported this policy to the

extent of having doubtful cases admitted to the program for at
least a diagnostic period.

. ~ First step 1s arrangement for sn interview with the
project social worker in which not only the applicant is in-

volved, but also one or both parents or some other family mem-
ber. The only departure from this procedure 1s for trainees
from the Kennedy School for whom much famlly information can be
gleaned from the School files. However, if a member of this
latter group is to be admitted later under DVR sponsorship, the

come in.

At the interview, the applicant is asked to fill out a

The soclal worker then makes use of s self-concept check list
to which the client makes verbal responses, after which ths i
interview is continued. The self-concept check-list can be 5

During the interview with the parents or other family
members, the caseworker completes another application form
(Appendix B) which is used to corroborate information zained
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are also asked to sign a release to obtain information from
other schools, agencies, or institutions and to indicate their
willlingness to have the client treated medically in an emer-
gency and to be photographed when the occasion arises. The
interviewer, in addition to gathering information from the fam-
11y, takes this opportunity to interpret the program of the Job

Training Center and its goals and to take the applicant on a
tour of the workshop.

- "The next step is to collect collateral information from:
schools, hospitals, and agencies with which the candidate has
been active. The client 1s also registered with the Social Ser-
vice Exchange of the Welfare Council of Metropolitan Chicago.
Thls directory service helps to cross-check those agencies and
lnstitutions where the client might have gotten service in the
past or where he or she might still be active. In some cases
the applicant's family might have neglected to mention the con-
tact and the information so overlooked could have a bearing on
the evaluation. '

Having gathered all this material, the social worker
prepares an intake report under the following headings, which
are self-explanatory:

l. Referral '
2. Description of the Applicant
3. Soclal and Family Background
i, Medical History

5. School History

6., Psychological Information
7. Vocational History

8. Vocational Goals

9. Summary

The evaluation supervisor and the social worker review
all of thé material and meet to determine what recommendation
to make to the Division of Vocational Rehabilitation -- accept-
ance or refusal -- and a preliminary prognosis. The complete

;; ’inggke’report and attendant data are then sent to the DVR for
action. ,

: At DVR the applicant is again deenj,arrangements are
| made for medical examination and @ psychological work-up if no
3 recent information is available, and the DVR lisison counselor
L mekes hils recommendations. Once approved for service by the
t Division, the client is placed on s walting list and 1s brought
: 1in under DVR authorization as soon as a vacancy occurs.

The Diagnostic Period

é | The dilagnostic period varies in 1éngﬁh for the differ-
: ent groups served. According to the working agreement between
- the Kennedy Job Training Center and the Illinoig Division of
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~Vocational Rehabilitation the dlagnostic period for full-time

clients under DVR sponsorship is six weeks. For those train-
ees coming from schools, since they are in the workshop only
half-time, the diagnostic time has been extended to twelve
weeks. In the case of trainees from the Kennedy School, the
dlagnostic period 1is less structured and a greater flexibility
1s' maintained so that no specific time 1s designated as a
dlagnostic period. |

During the diagnostic period, the client is assigned at
once to a work task. This is preceded by a brier orientation

-with the counselor or the evaluation supervisor on the first

day. He 13 given his time card and the use of the time clock
1s explained. The trainee is shown where his locker 1s, where
the washroom facilities are, 1s told what the hours of work are
to be, when he 1s to have his coffes break and lunch time, and
he 1s introduced to the production supervisors.

It has been a practice to make the initial work assign-
ment to a task that is not demanding so that the new trainee _
has a chance to acclimate himself to the new environment. For
example, one of the on-going sub-contracts in the workshop 1is
the packaging of plastiec spoons in individusl polyethylene bags,
later to be heat-sealed. The first step 1s simply to insert a
Spoon into the plastic bag and is relatively easily accomplished
by anyone, even those with difficulties in coordination. Few
demands are made of the trainee during the first days in the
shop and little pressure 1s applied for increased production.

A degree of conformity is required and acting-out behavior must
be dealt with. However, the attitude of the staff. ig generally.

supportive toward the new trainee as he attempts to adjust to
the new soclal situation. '

The aim of the diagnosis 1s to evaluate the client's
functioning in & work situation, his strengths and weaknesses,

-to make a prognosis as to his vocational future, and to formu-

late a plan for further training for the individual. Ma jor
areas of concern for the staff are:

l. Performance, both quantity and quality of
work.,

2. Interpersonal relations, including relation-
-8hip to Supervisors, ability to handle author-

-1ty and accept oriticism, and relationship to.
co-workers. ‘

3. Attitudes, towards self and work.

4. Trainee as a worker, covering abstract and

~ conceptual notions such as Self-discipline
a?diability to function without close super-
V,S‘On. ) . . .

e
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A number'of forms for the gulidance and use of the staff

‘have been used in the project. Through a process of evolution,"

they have been refined into the form found in Appendix D, This,

‘in a sense, is an all-purpose form to be used by the production

supervisers to review each trainee's performance and behavior

- and alsoe for the evaluation supervisor and counselor to utilize

as a flnal staffing report. The form is supplemented by nar-
rative comments written by the foremen sbout each client.

Since good communication between staff members is essen-
tial to the successful functioning of the workshop program, a
number of ways to encourage exchange of observations and opin-
ions have been employed:

l. The counselor and the evaluation supervisor
review the written comments of the production
supervisors.

2. The members of the staff discuss observations
informally during the work day.

3. Regular meetings are scheduled with each fore-
man by the counselor and the evaluation super-
visor.

. Staffings are held at regular intervals to focus
on the progress of edch client and result in s
formal report.

| At the end of the diagnostic period a staffing 1s held
to evaluate the trainee's progress and to plan for his future.
In addition to the evaluation supervisor, who chairs the meet--
ings, the vocational counselor, and the production supervisors,
the meeting would include the DVR liaison counselor and repre-
sentatives of any school or agency which has been, or 1s, active
with thé client. If the consensus 1s that the trainee 1s not
ready for additional training, alternate plans are discussed
and he is terminated from the program. It then becomes the
responsibility of the evaluation supervisor to interpret this
to the client and to his family and to assist in contacting
other agencies which have an appropriate service to offer. The
experience of the project has been that very few trainees have
left the program at this poeint. ,

It follows, then, that most trainees are recommended
for advancement into the training phase of the program. If the
Job Tralning Center staff and the DVR counselor are 1ln agree-

- ment, the latter authorizes further sponsorship by the Division

and plans are made for the type of work task to be assigned,
type of supervision, and the format for counseling. The client
1s notified of his continuation in the program and the decision

1s also relayed to his family,
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The Training Period

The very essence of the program of the Kennedy Job
Trailning Center 1s in its counseling. In general, trainees
who enter the Job Training Center do not have a very positive
view of themselves nor do they have a good understanding of
the world of work. To remedy this situstion the counseling
program 1s geared to helping the trainee obtain a more real-
1stic view of himself by evaluating his strengths and weak-
nesses and then moving toward acceptance of his limitations
and maximization of hls assets. By tying the counseling
closely to the tralnee's experiences in the work setting the
trainee slowly begins to realize that he can experlence suc-
cess, 1s capable of being a productive individual, and that -
he can develop to the point where he can become s productive,
meaningful individual worthy of self-respect.

To deal with the trainee's limited knowledge of the
world of work, both individual and group counseling are set up
to help the mentally retardsd person obtain an understanding
of the nature of work, the role of a worker, and how the work-
shop can be used to prepare for movement from a sheltered work
setting to employment in the regular labor market. In all
cases the counseling process 1s based on the individual needs
of each trainee and reports, conferences, and formal staffings
are held regularly to insure that the counseling and tralning
on the workshop floor are tied together in a manner whereby the
glient can move toward the highest possible level of function-

ng. ~

The experiences on the workshop floor create a polasrity
around which counseling can be built, Interaction with peers
and with authority leads to questions which can be brought to
the counselor and interpretation of crises, major and minor,
which occur during work hours help the counselor to interpret
the meaning of work-and how to handle everyday problems.

, To most mentally retarded persons, the workshop opens
up new vistas of soclal experience and relationships with others

- which never have confronted them. Many have never had an oppor-

tunity for heterosexual relationships. The trainee may become
engrossed in these new types of social behavior to the exclusion
of work activities. The staff carefully observes non-work be-
havior during breaks and lunch time and scrutinizes social group-

~Ings during these periods. It then enables the counselor to ex-

plain to the trainee what is appropriate in a work setting. Al-
lowances are made for what may be typical adolescent behavior,

- and the counselor tries not to moralize but rather to explain

what is acceptable and what 1s unacceptable in a real work set-

" ting.

. A question which came to the minds of the project's’
staflf was whether it had any responsibllity to provide a recre-
ational program for trainees. If the workshop floor was to be

ey
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8 very special kind of experience ang soclalizing with one!s
peers was to be discouraged, should some kind of outlet be pro-
vided where the client would be free to experiment with social
interaction?  Ariother concern was that if a soclal-recreational
program was to be launched, which members of the staff should bve
involved? There was g danger in confusing the roles of the steff
‘In that s production supervisor could not be the demanding au=-
thority figure in a work setting during working hours and play an
entirely different role asg a chaperone at a social after hours.

~~° The decision was made to have a social program of some
kind for the trainees and the problem of who would actively work
with them in planning affairs was resolved by having the social
worker and the evaluation Supervisor assume the responsibility
since they were not directly involved in the everyday conduct cf
the workshop's production activities. Rather than to plan every-
thing for the trainees, they were invited to form committees and
plan their own parties and picnics. Thus far, the recreational
program had been conducted on a very limited basis during the
last few months of the project but has met with enthusiastic gc-
ceptance by the trainees and it igs planned to continue with other
events at intervals of a month or six weeks.

Counseling has been conducted both individually and on
8 group basis. Groups have been selected so as to have some
degree of homogeneity. The evaluation supervisor assigns train-
ees to a group on the basis of their level of functioning and
their proximity to leaving for the labor market. The group c¢oun-
Sseling session has proved to be valuable for the purpose of role-
pPlaying such experiences ag the employment interview and specific
Situations which may be encountered during the actual work day.
The group often provides an effective means for using the pres-
Sure of group opinion to modify the behavior of an individual
client. Group counseling also creates a more comfortable environ-
ment for the trainee who ig uncooperative and unable to respond

in a one-to-one relationship but mey be prompted to speak up in
the midst of g group of his peers. :

The individual client ig Seen by the counselor or the
evaluation supervisor on g weekly basis if he is in attendance
at the workshop on g full-time basis. Those trainees who come
half-time or less frequently are seen correspondingly less often.
If the trainee has g Special problem and wishes to see the coun-

Selor at other than his regularly assigned time, he is free to
ask for such a meeting. '

The level of counseling depends on the needs of the par-
ticular client being seen. It may range along the whole con-
tinuum from therapeutic to vocational counseling. The latter
may consist of preparation for filling out an employment appli-
cation, how to handle onegelf in an interview, how to dress for
an interview, and asctual Job choices. The counselor may even
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accompany the trainee to his interview. On the other hand, the
client may be very immature and not even be able to relate to
other persons, or he may have serious emotional problems which
render him incapable of fully investing himself in work. 1In
such cases the role of the counselor 1s quite different and re-
quires that he direct his energies toward helping the trainee
See himself as a productive human being with g sufficiently

healthy self-image so that he can function up to the limit. of
his potential. .

There has been no dellberate attempt to understate the
value of the work experience itself, for, after all, work is
what occupies most of the trainee's hours at the Job Training
Center. Only the actual performance of productive work can give
the client the gratification of being a doer and only through
accomplishment can he internalize the feeling of self-respect.

It is to this end that the workshop experience itself ig di-
rected.

A principal technique used in the project 1s the use
of money as a reward. One of the underlying principles of our
culture and economy is to pay people for the work they do. The
project started out with g system of straight hourly pay. For
the new workshop, with great turnover in sub-contracts and a
limited amount of sophistication in analyzing the elements of
cost, the mechanics of establishing a sound method of plece-
rate pay seemed impractical. However, additional incentives
Were necessary to encourage the development of better attitudes
and increased productive performance.

. The first step in designing an 1nbentive plan was to
develor a bonus "ystem. Each week the production supervisors
meet and examine the 1ist of trainees in the workshop. One by

of one dollar. The factors considered are not absolute; the
trainee 1s not measured against his fellow but is asked to
measure up to abstract notions which are considered to be im-
portant in a work situation. He need not be high in productiv-
1ty to be . eligible for g bonus, but is required to have acquired,

to the best of his abllity, those attributes which are thought to
make a good worker.

) The fifteen points which might eliminate the trainee
from consideration for 3 bonus are:

l. Talking too much.
2. Fallure to return to work right after breaks.
3. Just not working hard.

i, Not paying attention to the quality of work.

-
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5. Wandering around.

6. Not asking for help when not sure of how to
do a job.

7. Annoying others.
8. Arguing with the foreman.

9. Not willing to do every work assignment with-
.out an argument.

10. Not doing the job exactly as instructqﬁ.

1l.. Daydreaming.

12. Not paying enough attention to your own work.
13. Not working steady.

‘lh. Not sitting up and looking like a worker.
15. Poor grooming. | '

Bonuses are announced with a small ceremony at the end
of each work week and the names of bonus winners are posted on
g8 board for the next week. Disgruntled trainees are free to
question why they were not awarded a bonus, and, indeed, the
receipt of a bonus or fallure to get one provides a valuable
tool to use in counseling.

Shortly after the development of the bonus system,
another element was added. It 1s also possidle to receive a
bonus for outstanding production, but to get this second dol-
lar a week, the trainee must first have been entitled to the
bonus. for workmanlike behavior, thus eliminating from consid-
ergtion those trainees with good potential but unsatisfactory,
aoting-out behavior. o
It 1s obvious that there are weaknesses even to this
- type of 1incentive system, and a well though-out pilece-rate
- 8ystem 1s preferred by Wages and Hours and Public Contraots
Division of the Department of Labor as being the fairest way
of paying workers commensurate with their productivity in a -
workshop. Hopefully, the project will be moving in this direc-
- tlon.,. As the project period drew to an‘end, another alternative
was being considered and was about to be tried on an experimental
baslis.  As proposed, trainees would be paid on three different
levels, each level to have two grades. Thus there would be six
pay-rates, from the certificated thirty cent an hour minimum up
to seventy-five cents per hour, still based on the fifteen points
listed above but also based on productivity.. Shop foremen would
~be asked to rate clients as. to whether they are producing at,
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below, or above a shop average for the different joba. The
proposed wage scale would then look something like this:

Level I
Grade 1: Pay @ 30 cents per hour.
Criteria: a) Below shop average production.
b) Violates one or more bonus
1tems. | -
Grade 2: Pay @ 35 cents.per hour,

Criteria: a) Below shop average production.
b) Meets all bonus items.

Level II

Grade 1: Pay @ L4LO cents per hour.

Criteria: a) Shop average production.
b) Violates one or more bonus
points,

Grade 2: Pay @ 50 cents per hour.

Criteria: a; Shop average production.
'b) Meets all bonus items.

Level III

Grade 1: Pay @ 60 cents per hour.

Criteria: a; Above shop average production.
b) Violates one or more bonus
points. o

Grade 2: Pay @ 75 cents per hour.

Criteria: a) Above shop average production.
b) Meets all bonus ltems.

- Regardless of what the method of pay is, the production
supervisor lcoms large in the workshop picture. ot only does
‘the trainee identify with him or with her as a person and gs a-
symbol of adequacy, but he or she must be constantly alert to -
the client's ‘behavior and performance and able t
Plan for: that individual and to implement that plan to move the
mentally retarded person toward the goals set for him, Clients
are-aseigned to a particular foreman, This 19 done for admin-
istrative simplicity so that one foreman has the responsibility

: “ , the foremen share their
observations and experiences with the traineeti. Assignments
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are changed from time to time so that different viewpoints can
become part of the record and different opinions shared at
staffings on the clients.

The pattern for staffings during the training period 1is
a8 follows. The working agreement with the Division of Voca=-
tional Rehabilitation requires that there be a staffing at the
end of the thirteenth and the twenty-sixth week of the training
period at which the DVR liaison counselor is to be present,
Intermediate staffings take place after the seventh and the
twentieth weeks, at which the DVR counselor may or may not be
present. The intermediate staffings are held for the benefit
of the Job Training Center staff in order to up-date plans for
the individual trainees.

Placement

For many trainees the training period merges into and
becomes a part of the placement process. As they achleve the
degree of readiness for employability, the nature of the pro-
gram changes. The trainee 1s subjected to increased pressures
on the workshop floor -- for greater production and to test his
abllity to tolerate frustration and a matter-of-fact attitude
on the part of supervision. He is asked to function more inde-
pendently, to assume more responsibility, and to exercise more
Judgment. At the same time the counselor begins to explore with
- him the kinds of jobs for which he 1s best suited and the Job
Training Center's field representative reviews his file and con-
sults with the evaluation supervisor to better acquaint himself
with the prospective "graduate'!s" job needs.

A The Kennedy Job Training Center is faced with unique
problems in effecting job placements of the trainees who com-
plete its program. Since it serves a large geographlical area
and the client population is wldely dispersed, the problem of
finding a suitable job 1s further complicated by the necessity
of finding that job in & suitable location. Ideally, place-
ments should be made in close proximity to the client's home.

. Often this 1s not possible since many of the communities are
primarily residential and do not possess job resources. Trans-
portation from one community to another may or may not be avall-
able. However, all of these towns are clustered around the city

of Chicago and have some access to the heart of the city within
reasonable commuting time.

As has been previously mentlioned, the activities of the
fleld man hinge on the needs of individual clients and when he
sets about to canvass businesses and industry, he has in mind

one or more clients who are ready for employment and concentrates
on areas which would be convenient for them.

Obviously a door-to-door canvass by itself would be
frustrating and unproductive. The field representative utilizes
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dally and local newspaper want-ads and checks out those that
~Jook promising for a mentally retarded man or woman. He fol-
lows through on leads given by individuals and uses an indus-
trial directory as a gulde for door-to-door solicitation. A
great deal of effort on the part of the director and the eval-
uation supervisor has gone into developing an effective public
relations program that would bring the Job Training Cer.ter to
the attention of potentlial employers. Talks have been scheduled
before trade assoclatiocns and business groups. Appearances be-
fore community organizations such as service groups, PTA's, and
parent groups concerned with the mentally retarded always pro-
vide a forum for the statement of the needs of the mentally re-
tarded for employment opportunities.

Two governmental agencles have cooperated in srranging
for placement of retarded persons. The Illinols State Employ-
ment Service has access to sultable Jjob openings in the various
communities. Most gratifying has been the relationship which
the Job Training Center has enjoyed with the Illinoils Division
of Vocational Rehabllitation in placing retarded people in !
Federal civil service Joba. Since the heginning of the program
for placing handicapped, especially the retarded, in Government
Jobs, the project has maintained contact with the persons respon-
sible for seeking out these openings. On one occasion the director
of the project and the evaluation supervisor participated in a
panel discusslion before a group of Federal supervisory personnel -
on the potential of handicapped persons for government employment,
and at another time not only did the project staff help to plan
a8 similar program, but the Kennedy School and the Job Training
Center played host to the group. Several successful placements
in Federal jobs have been made and even more are anticipated for
the future.

A specific need has been met by a contact with a nursing-
home which 1s under the jurisdiction of the Catholic Charities
of the Archdlocese of Chicago. Some trailnees achieve a level of
functionig which enables them to perform satisfactorily in a
semi-gsheltered setting, yet they cannot handle the demands of a
regular, competitive job. PFurthermore, there are some trainees
from among the resident population of the Kennedy School who
have no familles with whom they can reside after they leave the
confines of the School. - For this group, a placement in the
nursing home has proved to be an excellent transitional step.
They are given room board, and a salary and have been assigned,
in the main, to either laundry or kitchen work. From this set-
ting, some have moved on to greater independence; others are
continuing on the same basis.

‘ During the geriod of FPederal support, from April 1, 1963
through May 31, 1966, a total of llj persons were placed on jobs
or found employment on their own. In terms of their administra-
tive grouping, the breakdown was as follows:
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Kennedy School ==-cecemcmcemccccnccanax 12
Division of Vocational Rehabilitation - 26‘

High Scho0l =ececcccccraccccccnccccaaaa. I
Special from Community ~=eecccccccccans 2
TOTAL secccccccccccccee= e e e e —————— Ll

It would be appropriate here to relate the placement
figures te the service figures included in Chapter II in the
section on "Clients". The data have been reduced to tsbular
form. ‘

Disposition Kennedy High DVR

: | School School
Employed 12 N 26
St111 1in Shop. or School 50 10 16

State School, Teriminal Shop,

or Activity Program . ! 25 2 5
Withdrew, At Home, Terminated -~ 11 6 |
Referred to DVR 3 |
Walting Placement . L

o Mental Hospital | 1 1
Job_Gorps | 2
TOTAL - 99 25 63

. An interesting comparison can be made among the three
groups. If one deducts the number still in the program from
the total number served, it becomes apparent that of those
trainees who left the Kennedy Job Training Center, 55% of the
. DVR group.found employment whereas only 2L% of the Kennedy

School group and 26% of the part-time high school trainees

went to work. In Chapter IV there is a brief section wherein
the significence of these.data 1s discussed under "Movement
of Community Population". - '
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Other points can be made ,about the placements. Most
of the aoctivity occurred in the last half of the grant period
a8 the numbers of persons served- in the program built up and
a8 increasing numbers of trainees achieved Job readiness. Also,
8 number of trainees who were part of the Kennedy School resi-.
dentlal population were placed with the cooperation and asslst-
ance of the staff of the Division of Vocational Rehabilitation.

The 4l placements of persons who had participated in the
training program of the Kennedy Job Training Center covered a
wide range of occupations which can be broken down into seven
general categories, '

l. Retall establishments 2
2. Service occupations 20
3. Factory work i2
4. Clerical 4
5. Construction 2
6. City Maintenance 2
7. Landscaping 2

TOTAL : L

Alternatives

It should be obvious to all who are concerned with traln-
ing the mentally retarded that not everyone 1ls destined to be a
"success story"™ and "live happlly ever after". Like most profes-
slonals who are active in rehabilltation, the staff of the Ken-.
nedy Job Training Center feels that some alternative must be pro-
vided for the trainee and his tfamily after the retarded person )
has concluded his formally structured experience in the workshop.
To merély return him to his home after having exposed him to a
- new set of experlences and having raised his level of functioning,

-however little, seems unjust and a failure on the part of the pro-
fessionals and the community.

.- For those who cannot tolerate even the minimal demands of
8 sheltered workshop, it 1s essential that there be activity .
programs: conducted. by professionally competent persons who can -
provide additive experiences designed to up-grade the mental
retardate's socilal and skill functioning. There are presently
all too- few guch programs to which referrals can be made and the
project 1tself 1s unable to create one since 1ts current focus
and commitment is to offer vocational evaluation and training.

There 1s a far larger group of péraons who complete &
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part or all of the prescribed program in the Job Tralning Center
and are still unable to compete in the labor market. Thig group
can continue to function productively and meaningfully in a long-
term sheltered workshop. While there are a number of such facil-
ities in Chicago and its environs, they are too few to meet the
needs of the community. Whenever possible, referral is made to
such an agency if it is accessible to the client and if there 1is
an available opening. The Kennedy Job Training Center has met
thls need only in a very limited way because of limitations of
space and staff and also, as in the case of activity centers, be-
cause 1t has chosen to concentrate on vocational evaluation and
training. The implications of this problem of providing a broad-
er range of services to the mentally retarded within s single
agency will be considered in a later section of this report.

Follow-up

Even those "graduates" of the Job Training Center who
have found employment either through their own efforts or with
the assistance of the project staff are not sure to have an un-
complicated existence. It would be 1llusory to expect that each
had found his or her niche in soclety and had made a complete
and successful adjustment. The most successful often have & need
for a ready ear to which they can recount the story of their prob-
lems and successes and for a stalwasrt shoulder on which to lesn
for reinforcement.

Through the working agreement with the Division of Voca-
tional Rehabilitation the staff has an obligation to provide
counseling and placement services for one year after completion
of the program in the workshop. The avallabllity of the staff -
~continues long after the formal contractusl requirement and
trailnees who leave are encouraged to communicate thelr concerns
in person or by telephoéne as frequently as they like. Like
thelr non-handicapped peers, 1t 1s expected that the mentally
retarded will not necessarily stay on indefinitely in their first
place of employment.

‘When there 1s good rapport with the employer, the evalua-
tion supervisor may contact him directly to ascertain the cause
of the ex-trainee's difficulty and to interpret to both the em-
Ployer and the employee how the problem can be handled. Often
there 1s no ready solution to the problem and it 1s necessary to
help the former trainee to find another more suitable job.

In some cases the client's difficulties center not
around his job as much as in his family and the social milieu.
The project's social worker then attempts to become involved in
seekling a solution. This is not always easily accomplished and
the case worker seeks to create an aura of avallability by in-
viting former trainees to particlpate in the recreational activ-

1ties and by reaching out to contact them when he becomes aware
- of any problems. ' | |
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Summary

This . describes the manner in which the Kennedy Job
Training Centver put into action a program for moving mentally
retarded persons toward greater usefulness., Centrsl to the
philosophy of the project was the importance of instilling good
work attitudes through actusl work experlences., Prior to ad-
mitting the client to the program, & straightforward intake pro-
cedure had to be developed based on & policy of admitting as
many potentially sultable persons as possible rather than arbi-
trarlly screening them out.

, - Once admitted, the trainee becomes part of a diagnostic
program aimed at evaluating his functioning in a work situation
and determining both his strengths and weaknesses so that a
prognosis can be made regarding his vocational future. As he
movesa on into the training period, there 1s great emphasis on
counseling to help the client obtain & more realistic view of
himself and to move him toward acceptance of his limitations and
maximization of his assets. All of this is bullt around his ex-
perlences on the workshop floor where he 1is given an opportunity
to be a productive human being. Linked to his work experiences
are new social activitlies, some of which are provided by the Job
Training Center as part of a recreational program.

Since work 1s the primary vehicle for training the men-
tally retarded in a sheltered workshop situation, techniques had
to be devised to underscore its importance. Money 1s the main
reward and an hourly pay rate 1s used as well as & bonus system
and a newly created method of paying at different levels of pro-
ductivity and adequate work behawvior.

The end result of the training and counseling is place-
ment in a job appropriate to each client's level of functioning
The Kennedy Job Training Center has responded to the unique prob-
lems of a widely dispersed client population by a specialized
form of placement, seeking positions for individual trainees,
accesslble to their places of residence rather than by a general-
1zed development of job resources. The agency's own fleld repre-
sentative actively canvasses the surrounding communities and
other means of placement have been utilized such as the State
Employment Service and the Division of Vocational Rehabilitation
through 1ts lialson with the United States Civil Service Commis-
slon. From a standing start at the beginning of the project,
lily persons were placed in a wlde varlety of jobs during the period
of Federal support. Because of the momentum that has been engen-
dered, most of these placements were made during the latter part

Alternative kinds of service had to be developed for the
large numbers of clients who could not readily make an adjustment
in the community. It was pointed out that there are still gaps

in the continuum of service which 1s needed. Activity programs
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and terminal workshops are still in short supply and the Kennedy
Job Training Center has taken some limited steps in the direction
of providing 8 long-term program. Even those who move out into
Jobs may require continued counseling and casework services ang
the project staff has willingly assumed this responsibility,

'In order to build a program around a sheltered workshop,
1t was necessary to procure a varlety of suitable sub-contracts.
The primary source of these Joba has been the Community Indus-
trial Contract Association. To further diversify the types of
work activities to be found in the workshop, the Kennedy Job Train-
ing Center negotiated a contract with a Cape Cod candle manufactur-
er with the asslstance of the Kennedy Foundation. This entry into -
prime manufacturing was not without 1ts problems and complications
but’ 1t successfully achieved the end result of lessening depend-
ence on sub-contract activities slone and by making available to
the mentally retarded trainees tasks which’'were within their limits
and yet challenged the Judgment, dexterity, and functioning of the
most adequate. This pilot operation led to the VRA funded John
F. Kennedy Flame of Hope Candle Project currently in operation in
twelve workshops for the retarded around the country. At the same
time the staff of the Job Training Center grew in sophistication

regarding the suitability of sub-contracts and 1in pricing tech-
niques, .

Additional work opportunities were found in the many in-
stitutional tasks on the premlses of the Lt. Joseph P. Kennedy, Jr.
School. Trainees worked under supervision in the School infirmary,
the laundry, the kitchen, and in g varlety of custodial chores and
these activities were tied in with the many production operations:
which took place in the workshop 1tself. The result was that many

clients were adequately prepared for employment in service occupa-
tions in the community.
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Chapter IV
‘Results

Throughout the project the staff constantly asked it-
self whether it was headed in the right direction to achieve
1ts stated objectives. The answer was that in spite of some
detours to react to specific community needs, the general move-
ment was toward meeting goals. Due to & combination of circum<
stances it was possible to go beyond the original scope of the
Project and to expand staff and program to a degree not antic-
ipated when the project was launched. The answer to the ques-
tion, "Were the four general objectives attained?" must be in
the affirmative. New knowledge, methods, and techniques were
applied as quickly as the staff became aware of them and as
gsoon a8 they could be adapted to the needs of the program. As
previously indicated, there was a substantial increase in the
number of mentally retarded personsbeing prepared for remuner-
ative employment in g locality where no facility previously
existed. By combining the resources of the Lt. Joseph P. Ken-
nedy, Jr. School for Exceptional Children, of the Vocational
Rehabilitation Administration, the Illinois Division of Voca-
tional Rehabilitation, and the®Department of Mental Health of
the State of Illinois it was possible to provide new facilities
for.the rehabilitation of retarded persons heretofore deemed to
- have little or no potential for employment.

While striving toward the broad, general goals of the
project, the more specific objectives were also being achieved.
Those positive elements of the program which promot®& success

in the rehabilitation of the mentally retarded young adult were -

reinforced and new means were sought and developed to improve
services which were needed to overcome obstacles to the employ-
ment of the mentally handicapped. Procedures utilized by other
facllities for predicting the degree of success in the rehabili-
tation of mentally retarded young adults were adopted and refined
and new prognostic devices employed. All of these factors af-
fecting the operation of a workshop for the mentally retarded
-were adapted to local conditiows and local needs.

Movement of Kennedy School Population

The Kennedy.School through its relatively short his-
tory had made tremendous strides in preparing its students for
life in the community. Emphasis has been on movement rather
than on custodial care and both classroom activities and non-
academic activities are geared to fostering development of
good work hablits and an ability to function independently.
With the creation of a sheltered workshop for the student pop-
ulation in 1962,. the job placement activities were given new
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impetus because of the addition to the stsff of a profrssional
person whose role was to train, counsel, and assist in the place-
ment of the older students. However, it was only through the
creation of a larger, well-staffed program on the grounds of the
School that a much higher level of refinement of programming was
made possible which could only benefit the young residents of the

Kennedy School. A realistic concern of the Slsters of St. Francis

of Assisl, who operate the School, had been the lack of masgculine
identification for the boys in an institution staffed mainly by
women. This problem was alleviated by the addition of male staff
members in the workshop. The enlarged workshop program was in-
tegrated into the educationsl and work programs of the School and
the addition of staff contributed toward glving the boys of the
Kennedy School a more intensive experience in work and counseling.

During the period of Federal support, 99 members of the
Kennedy School population were given service in the workshop,
mostly on a part-time basis. Of thig number, 12 found employment
following their departure from the School. Prior to eatablishing
8 workshop program, the student population was without either
training or placement services. It can be pointed out that as
time goes on, the ratio of placements to numbers served will im-

prove since a large number of those included in this category are
8till at the School.

- AV RT

Movement of Community Population

The non-Kennedy School trainees may be broken down into
two groups, those from the public schools and those referred di-
‘Pectly by the Division of Vocational Rehabllitation. Of the 25
trainess participating in a part-time program and attending ~es-
school part-time during the period of the VRA grant, L, found
employment at the end of their school-work experience. 26 per-
sons from the DVR sponsored group of 63 found employment upon

completion of the program at the Job Training Center or shortly
thereafter.

There has been no attempt to statistically evaluate
these results with such g small sample. One can only speculate
a8t this point that the greater success in placing the full-time
trainees was due to: 1) a generally higher level of  job-readi-
ness due to the fact that thig group was older than the public

School group; and 2) they were exposed to the program on a full-
time rather than on a part-time basis.

The emphasls of the Kennedy Job Training Center has thus
far been on gervice, but there is g clear need for at least a

rudimentary reseswvch program and an attempt at statistical ansgl-
ysis to interpret the




ik el

o R e e s

- 52 -

was being made by the soclal worker toward developing an ade-
quate means of Afollow-up and evaluation. A questionnaire form
was mailed out to former trainees followed by another question-

- naire to employers when the trainee questlionnaire was returned.

Results are not yet complete nor has an analysis been made.

The School-Work Experience Program

The Kennedy Job Training Center has tried to maintain
an attitude of flexlbility through its brief existence. In a
very few cases, sel'vices were provided for individual mentally
retarded persons who did not fit into a convenient niche and
were not eligible for service through one of the regular chan-
nels at that particular time. One such young man was physical-
ly mature and ceme from an area where there was no special edu-
cation class, so he was forced to sit in a regular classroom
with youngsters smaller and younger than he, and yet he was too
young to be sponsored by the Division of-Vocational Rehabilita-
tion. Rather than to leave him in a limbo for a year or more,
this young retardate was accepted into the workshop with a
speclial status and eventually found employment. Another fellow
was the victim of a series of incidents which left him in s
foster home with no immediate plans for his future. He was
taken into the workshop and the process of referring him for
DVR sponsorship was begun. However, he was placed in a job be-
fore the referral process had been completed. It 1s hoped that
this kind of immedlate response to individual needs will always
be possible. B

In addition to these individual problems, a more global
kind of need in the community became evident. At the time of
the inception of the project there was only a vague plan to
eventually contact the public schools regarding cooperative ef-
forts. In fact, the first meetings with school personnel was
for the purpose of arranging for referrals of students who were
potentially sultable applicants for service in the workshop.

It soon was apparent that school administrators and speclal ed-
ucation people were concerned with enlarging curricula to better
prepare mentally retarded students for a tranaition into a use-
ful community life. In the State of Illinois this concern was
hastened and aggravated by leglslation which was enacted provid-
ing for maantory education of the handicapped until age 20.

The result of the expression of this need was the develop~
ment of Joint programming between the Kennedy Job Training Center

-and several public achool systems. In previous sections of this

report, the formulation and implementation of such programs was
described. With two of these school systems, the Job Training
Center is ready to enter its third full school-year of cooperation
and arrangements are being made to start a program with a third
school. Other school systems in the general vicinity of the work-
shop have evidenced an interest in similar arrangements and the

Kennedy Job Training Center 1s in the process of preparingAan ap-
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plication for-Federal support for such expanded activities. |
The immediate problem to be solved is: that although the schools
are interested, they do naot yet have avallable school funds

which can be used for the purchase of such services and for a
varlety of reasons are not yet ready to enter into a formal re-
lationship with the Division of Vocational Rehabllitation which
would result in DVR-subsidy of-the joint program. Despite the
demonstrated need, the .Job Training Center cannot itself afford

to carry on these programs . .

'wDevelquent of DaxﬁCare Center for the' Mentally Retarded -

During the formative stages of the project, it was learned
that the Department of Mental Health of the State of Illinois had °
appropriated. funds for the éstablishment and support of day care
centers for the mentally retarded. Emphasis was placed on en-
couraging those facilities which could provide services that were

.- not otherwise available in the community. Although most of these .

funds were used to support educational, social,-and recreational
programs for the retarded, many of the facilities so supported
included in their range of services a sheltered workshop and .the -~
- Department of Mental Health saw fit to extend its support to the
Kennedy Job Training Center to enlarge its program.

: This support has been a working base which permitted the.
Job Training Center to begin a program of terminal service -and to
react to the special needs of applicants such as those who need
be kept in_the shop for an extended period of time while place-
ment efforts are underway. . |

-~

Staff

Without a competent, adequately trained staff, policies
and philosophy have little meaning, and it 1s only through a
pooling of efforts that a program can be implemented. The pro-
Ject dlrector was confronted with the problem of assembling and
training a staff In the face of competition from other agencies
for the relatively few people who had training or experience in-
the field of rehabilitation. Through the period of the project,
only the director and the evaluation superviser had previous
training or experience in sheltered workshops and rehabilitation.
The rest of the staff had to be recruited and trained. It would
be utoplan to expect that there would be no turnover, so it was
necegsary to train several people for some positions.: Of the
original staff, only the director and the evaluation supervisor
remain. A total of eight people were trained to work on the
workshop floor although there were only four at the time the
project closed.

Yy

Recruitment was originally through the placement offices
of the various universities in the State of Illineis, through
the professional division.of the state employment service, and
through such speciallzed sources as the Chicage Jewlsh Vocational
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Service. Several replacements. came as a .result of recommenda- .-
tions from individuals and one from an advertisement in the "

~ local newspapers.

R There was an evolution in both the roles of the various
- positions end in the type of person to fill them. As the total = |
operation became more and more tomplex, the director found 1t ,
necessary to concentrate on administrative detall, planning, and.
public relations. The evaluation supervisor added to his coun-
seling duties supervision of all of the professional content of
the operation and much creative work in developing new techniques. -
For the &sake of managerial efficiency one of the production super-
vigsors took over the responsibility of managing the workshop it-
self by acting as head production supervisor, by taking charge of
work -scheduling, .and by actually conducting negotiations with
sub-contractors. - o f ' .
o The lack of availability of trained people and the limit-
ations of the budget caused a reappraisal of the policy that all
- ataff members, with the exception of the clerical, have training.
in rehabilitatioen, education, paychology, sociology, or some re-
lated field, preferably with at least an undergraduate degree.
The resultant shift in policy to the employment of non-profes-’
sionals to work as production supervisors has thus far proved to
‘be successful. Mature people who are sensitive to the needs of
"“the handicapped and are able' to tolerate them can be trained to
function effectively under professional direction with the guid-
ance of propsrly designed forms and gther instruments which can
channel their observations along the desired lines. Each meet-
ing of the workshop .personnel and each staffing. then becomes &
training session to be supplemented by perusal of rehabilitation -
publications, attendance at meetings of procfessional organizations,
and enrollment in special courses for workshop people such as
those offered at the University of Wisconsin.

University Affiliations

'~ The Kennedy Job Training Center was founded for the pur-
pose of providing service to the mentally retarded. To fulfill
its role in the community and to fully utilize the resources _
available to it, the Training Center had to reinterpret 1lts guid-
ing principles and go beyond its service orientation. 1In order

to apply new knowledge and techniques, the Kennedy Job Tralning
Center had to assoclate itself with an on-going program of re-
search, and in ordeér to strengthen and increase resources the Job
Training Center had to make plans to itself become a resource for
- the training of rehabilitation personnel. A number of promising
steps have been taken in thils direction. At the present time,
two ina jor universities are actively involved with the Lt. Joseph
P. Kennedy, Jr. School and to some extent with the workshop.

Under the direction of Dr. Samuel Kirk of the University
of Illinols, some significant work had been done by Dr. Douglas

’
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Wiseman and others in the fileld of learning disabilities, The
teaching stalf of. the Kennedy School has been trained in the
adninistmation of the Lllinois Test of Psycholinguistic Abil-
1tiles, which is used to diagnose specific learning. disabilities,
and in the methods. of effecting remediation. Studies are going
on whilch will hopefully have some applicability to vocationel
rehabiliftation dné the braining of the mentsally retarded.

N -

“

Sister Josune Marie, C.S.I,, formerly supervising
teacher of the Wennedy Schwol, conducbted wmescszch In the worlk-
shop cf” the Kelumedy Job Teaining Ceuier for Ler doctorgl d&ls-
seratlen. Ihe rosearch was based own.a comparison of two lcsrn-
ing theories, one g Imitation theory aund "the other an oxvect-
aucy theory. In the former cace evidence was sougit that cro-
4.  duction by mentally retarded persons could be increused by havs
ing in the werk sltuation s wodel worker with whom the retard-
ate could identlry and whoss work methods he could copy, In the
latber cuse, 5 wag rrovogsed thut rroductivicy coulé be ine-
crsased iy voul-ssbting and that Shs. retardats would aspire to
meet ever ulgher poals which ne hilmsels would sat. The data
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3 whici were accumulated and analyzed supvorted both of these

j? theories and bave interesting implications for training the men-

y tally retarded for work. Some sters have already been taken to.

2 Incorvorate these theorics into the training aprrcach. '

;é ' ‘ Exzpcesure to pecple from other professional disciplines

: and to research agproach ané techmiques hLss glready had o bhene<

§ fleial effect on the ssall ol fthe Job Tralning lenter hy plving

1 - new lnsignts into. the problems of the mentally returded and new

: persrectlves sbout the tobtal iudividusl, :

g DeFaul Universlty of Chilosgo has had a formal affllla-

: tilon with the Kennedy Schiool through the University's Institute

: for the Study of Exceptional Children and Adulsts. While this

3 afflllation had as one of its main purroses the utilization of

: the School as a facility for training speciasl educatlon Seach- Coy
s erg, the University elso recognized the potential of the Kennedy P
] School and the Job Training Center for conducting researcin. It o
f 1s hoped that a program will be developed that will permit stu- o
; dent teacliers to have a vrailning experience 111 the workshop gs s
j well as in the classroom in order %o zive them a better picture § ”
g of tho mentally retarded person at different ages and different P

levels of funetioning. Since DePsul University also has a8 new- : ST w

i 1y established rehabilitation counseling program and is consid- B
: ering a curriculum in workshop administration, the ties between | i
f‘ the two institutions may be drawn closer by means of interne- i
é ships in the Kennedy Job Training Center. | 1
3 , Of more immediate concern is a plan to submit a pilot s 1
: proposal to the Vocational Rehabilitation Administration, to |
] be done jointly by DePaul Unlversity and the Job Training ‘

o Center, for the purpose of exploring the research possibili-

_g | ties of the workshop especially with regard to the applicastion
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of“some of the learning disabilities techniques to the work-
shop setting. The long-range plan is for this pilot opera-
J'tion to lead to a larger system of programmatic research._

Relatlonship with -the llitis'ion of Vccat"ional Rehabilitatiori

One of the most satisfying results of the project has
been the solidly based relationship with the Division of Voca-
tional Rehabllitation that extends throughout all levels of the
staff, from the liaison counselors to the regional supervisors .
and the state director and hls assistants. 'The trial agree--

', ment which marked the beginning of the relationship between

DVR and the Kennedy Job Training Center has developed into a
working agreement based on mutual respect and cooperation.
Always uppermost is the need of the individual client. The
necessary paperwork 1s expedited so that the. client can be
moved along as rapidly as possible.

Fees collected from the Division of Vocational Reha-
bilitation are.one of the main sources of income for the Job
Training Center and constitute a significant element of the
budgét which will enable the project to continue in operation
without Federal support. The fee arran%ement originally agreed
upon was modified effective July 1, 1966, and was increased to
refléect the improved level of programming and the rise in the
costs of providing services in the Job Training Center. The
. Divislon 13 also responsible for underwriting the fees collect-

ed from the AERO Special Educatlon Cooperative for the half-time
tralnees. .

The relationship with DVR goes beyond the financial and
mechanicsl aspects. Consultation 1s readily available for re-. -
vising a working ‘agreement, for formulating a public school-
related program, for writing up a new grant application, for
expediting application for Laird Amendment funds, or for think-
ing through plans for the future. It can be said without hesi-
- tation that a good cooperative relationship with the Division -
of Vocational Rehabilitation 1s the keystone upon which 2 work-
shop program must be bullt.:

/’

RelationshiE with Schools and other Age ncies

- The communication between the Illinois DVR and the
Kennedy Job Training Center has gene in two directions. Many
referrals to the workshop originate with the Division but the
project must assume its share of responsibility for case-find-
ing and thereby for feeding referrals to/DVR to be processed
and referred back. -

' The network.of communications has been expanded to- in-
~clude public and private schools and other social agenciles,
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Knowledge of the Job Training Center as a resource for refep-

'ring students who are being terminated from school has been use- -

ful to teachers- and principals of both public and private
schools. Similarly casework agencles have.used the workshop °
to ggsist families who hiave come to them with the problem of
planning for the future of a mentally retarded child.

' The project has found that there is no substitute for -

‘time and the constant projection of its image in the community

in devising means for case-finding.  Its success in this area
has created quite another problem, that of accommodating the
numbers of people who have applied for admission and are on a
walting 1list due to the 1limitations of space and staff.. o

Summary

As the'pefiod of Federal support came to an eﬁd, the

‘project staff found that it could point to certain sound pe-
-8ults. The students of the Kennedy School benefitted from an

intensive program. of vocatiphal-training and placement which
was previouly not avallable to them and a substantial number
of .them were moved into "jobs in the community. - For the men-
tally retarded persons in the community arcund the Kennedy

School, a new facility was made available where nothing exist-

ed before and a gratifying number of placements was made. In
response to a need for new curriculum ideas for the handicapped
in an academic setting, new cooperative programs were initiated
whereby mentally retarded young men and women could be exposed

* to a work experience while still attending school. The Depart-

ment of Mental Health contributed its support in the form of a
grant-in-aid for expanding services for the mentally retarded

‘who were living in the community,

Where a.one-man operation existed, a staff was assembled .
and trained, despite turn-over, and achieved a satisfactory
level of professional competence by means of in-service train-
ing. Purthermore, the project has begun to take advantage of
the professional relationship which exists between the Kennedy
School and DePaul University and the University of Illinois.

The Division of Vocational Rehabilitation of the State
of Illinois backed the project both with funds and with ideas
and cooperation and enabled the Kennedy Job Training Center to
reach out to schools, agencles, and the community at large to

establish a network for referral of mentally retarded persons
needing servicg.
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Chapter'vC 10

". Interpretation.of Results .

-

_ " The experience of developing an occupational training
center for the mentally handicapped has been gratifying, stim- .

ulating, and challenging. The gratification has come from hav-

- 1ng ‘achieved results, the stimulation srises from the need to
. think through new problenis  as' they come up, and ‘the challenge

is to devise ways to meet the future and to answer the many

questions which as yet puzzle us. In this last chapter the

. wrlter will take the liberty of discussing the questions in a

somewhat more’ personal vein and will suggest some of the

- courges open-to us. in looking for answers.

Implications of the Candle Pro ject

- Without an adequate flow of sub- contract work a shel-

- tered workshop finds its very existence threatened so that a

30 e TS

large proportion of gtaff time and energy is concentrated on
contract procurement and scheduling. An important alternate
solution is for the shop to engage in prime manufacturing with
its" attendant problems of capital requirements, distribution,
record-keeping, and competition with industry.

. ~The Kennedy Job Training Center's involvement in the
candle making operation was an attempt to find a workable
compromise between sub-contract work and prime manufacturing.
. While capital was required for equipment and materials, the
Job Training Center shipped to only one place and the amount
of additional clerical work was not significant. Our prin-
cipal ‘problem was the distance between the workshop in Illi-
' nois and the candle company in Massachusétts which made it all
‘but”’ impossible to resolve the many questions that came up.
Since the end of the project, the formal relationship with the
candle company has been terminated and the workshop staff has
begun to explore other outlets and other relationships for con-
tinuing the candle manufacturing. A few tentative contacts
look promising and we feel certain that the equipment and the
manufacturing kmow-how can be used to produce and distribute

a number of specialty candles for local distribution.

The John F. Kennedy Flame of Hope Candle project
which grew out of the pilot operation at the Kennedy Job Train-
ing Center gives promise of demonstrating that groups of work-
shops can jointly-establish a manufacturing and distribution
organization that :will provide work opportunities for the men-
tally retarded. In this unique program, business and distribup

i
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tlon activities are coordinated through the National Associa-
tion of Sheltered Workshops and -Homebound Programs and the
- Merchandise Mart in Chicego. The record-keeping has been re-
duced to a minimum and capital investment is not at all ex-
“cesslve. ‘With the Flame of Hope as a prototype product, it 1is
hoped that the line can be diversified and that other workshops -
will eventually be involved in the cooperative effort. While-
fhis 1s not the place to go into detall, another VRA sponsored
operation, Project Earming Power, is directed toward the same
end, utilization of the best talent in design, marketing, "ac-
- countling, and rehabilitation to help sheltered workshops to go
" iInto manufacturing of products. We of the Kennedy Job Training
Center are following both of these -projects with interest to .
see what Impact they will have on the workshop movement. |

. Implications of Management Analysis

| One of our major concerns as the project grew was the
relative weakness of the staff in the area of management. By -
‘consulting some of the avallable litersture and with the assis- -
tance of the auditor for the Kennedy School, .an adequate system /
for record-keeping was set up and maintained. However, we were -
not satisfied with the types of cost controls nor were our budg-
eting procedures as refined as we would have liked them to be.
Trial balances and statements were so basic as not to reveal to
the management of the workshop sufficient information for com-
parison purposes. It 1s true that there was constant attention
to correcting this situation, but never to the full satisfaction
of the staff. - ~ IR ' . 1 '

- A breakthrough came during the last year of the project.
As part of the Flame of Hope Candle project, a large accounting
firm, Peat, Marwick, Mitchell and Company was engaged to develop
accounting procedures for the workshops which were to partici-
.pate in the candle making. The basic study took place at the
Kennedy Job Training Center and resulted in a long and detailed
"report. In fact, a supplementary report was prepared, subsi-
dized by the Kennedy Foundation, which had as its focus the spe-
cific management problems of the Job Training Center. In a cov-"
ering letter, addressed to the Joseph P. Kennedy, Jr. Foundation,
the following was stated: ' ‘ o

"One of the major benefits sought in the Kennedy
Memorial Candle Project is to provide a source of
financlal and management strength to participating
workshops. As the candle production opportunities
are presented to various participating workshops,
they should also be furnished adequate guidance in
accounting, record-keeping, and management and pro-
duction controls so that the likelihood of loss on
thelr part as a result of their participation in
the project can be minimized. One of the purposes
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of making a review of the Training Center in Palos
_ Park was to provide a basic guide in accounting
and reporting techniques which might be adapted to -
- other participating workshops as they come into ’
" the program. o o A : R

- In addition to developing, in outline form, an"
. accounting system based on the Training Center
~_operation, we have also made several recommen-
dations which apply specifically to the Train-
1ng Center itself, and which may not be appli-
.cable to other workshop operations." | ,

~ The report covered the following:

1) Trestment of Rehabilitation Costs in Priogng
- of Sheltered Workshop Products.

2) Cost System.
5) GénéfalﬁAbcounting,Syétem.:
L) The Budget Pfocess.'" . j ,
" 5) Training Center Organization.
6) Current Candle Costs and Proceeds;

The report of Peat, Marwick, Mitchell and Company
contained a number of recommendations which can be briefly
sunmarized. : o

- It iIncluded several management report forms which can
provide necessary information for directing the Training Center
activities. It outlined an accounting system which will pro-
vide these reports and others necessary to the Training Center.

Also recommended was the installation of a more adequate
system of budget preparation and control. This requires plan-
ning of the year's activities in advance on the basis of capaclty
and program objectives, rather than on the basis of estimated
contributions. The procedure being followed by the Kennedy Job

Training Center does not allow for an aggressive program maxim-

1zing the use of available resources, but rather limits the pro-
gram to an arbitrary estimate of what resources might be forth-
coming. o o S .

It recommended that the Kennedy Job Training Center
establish a much more positive approach to product pricing.
There i1s an outline showing how engineering standards might be

used to determine competitive prices.

It re commended that‘the-Training Centér'organization

be revised -to. include a position of Business Manager and that

g
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a properly qualified individuai.be'employed,

With this valuable study literally falling into our.
hands, we quickly sought a means to implement it. The result
was an epplication for g Workshop Improvement Grant which was
submitted shortly after the termination of Federal support for

" Project RD 1207. The title of the promosal is "Effective Util-
l1zation of & Business Manager in a Sheltered Workshop". .The
rationale for the proposal was that s shelfered workshop is a

~. - ‘combination of a business and & rehabilitation facility and

N that the problems of effective administrution require know-

- ledge in both fields for their solution snd that typically

this type of mandgerial éfficiency is not to be found on a

;é. -~ 8heltered workshop staff. The alternative proposed in the
. grant application is that a workshop administrator have avail-
o0 able to him a staff person who is egsentially a business manag-

. er who would apply the best techniques of management to the
g ~operation of the workshop and would raise the level of opera-

S tional efficiency, resulting in increased rehabilitation ser- -
i vices per COmmunity.dollar,invested. The proposal suggests .
g . that this can be Successfully done in a workshop of modest size
. ¥ and that this would have the additional effect of freeing the
ézs workshop administrator and other staff members to do more crea-

tive work directed'towayd up-grading of professional services.

At the time of the preparation of thig report the staff
of the Kennedy Job Training Center is eagerly awaiting action
on the part of the;Vpcational Rehabilitation Administration with
regard to this application. We are confident that approval
could help us to considerably enhance the total functioning of
our program, and we would like the answers to many questions
which have been plaguing us such as:

1) How can we sebafate production costs from
rehabilitation costs? '

; 2) Whether our contfact pricing is sharp
[ . enough? :

3) How much of our costs are in overhead and :
whether they can be reduced? . o : g

; ) Whether we are giving our clients a "fair
b shakeﬁ in our system of remuneration?

The answers to these questions are essential if the Job Train-
ing Center 1s to grow and prosper and give optimally effective
services to the mentally retarded of the community.

R S e S

‘Meeting Local Needs

In its first years of operation the Kennedy Job Train-
ing Center has only.pegun to make inroads into the problem of
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- the population is widely dispersed and where services for the
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meeting 1oca1'needs”forfSerViée'toithe'méntéily retarded, . We
have resolved some of the problems by ‘arranging trensportation
from many surrounding communitlies, but occassionally are unable

- to bring in- clients from localities which are inaccessible to -

our transportation system althongh they are not too digtant from .
the workshop. It is obvious, then, that the transportation sys- .

tem can stand scrutiny and improvement.

Iikp pthérfsodial‘agenciea;.we;havé %he.problem of find-

ing hard-core cases. Our current case-finding techniques are
not always enough to.reach all of the mentally retarded persons
who could benefit from the program. The more aggreasive fami=-

. 1l1es who seek help from public agéencies such as DVR, read the

newspaper, -and join parent groups are readily reached, but we
feel sure that there are meny potential clients who are not

. avalling themselves of resources and we must continue in our

efforts to find them.

It has also been necessary for‘us to ¢6nstahtly redefine

~what is meant by "local" and we have found that our geographical -~ -

bounddries were very elastic and could be stretched to meet needs.
Frequently there are clients who come to ‘the workshop by various
combinations of public and workshop-arranged transportation.

., Obviously a part of the local population is the student
body of the Kennedy School. The program as it applies to this

-gyroup has been fully described. elsewhere in this report. BExcept

at the very beginning of the project when thev resented the in-
trusion of "outsiders™ into the workshop where they had an almost
proprietary interest, the Kennedy School trainees were readily
integrated into the total workshop group. |

Implications for Areas with Dispersed Populations

‘The evolution of the Kennedy Job Training Center would
Sseem to have implications for other areas of the country where .
mentally retarded are lacking. A number of things have been
demonstrated which we feel have applicability!elsewhere.

A residential facility such as the Lt. Jogeph P. Ken-
nedy, Jr. School for Exceptionsl Children can be used as a base
for providing community-wide services if its administration has
the vision to see the need and ir it is willing to assume some
of the cost. In the case of this projecdt the School provides
the 'corporate  entity and the physical setting which are the
cornerstones upon which the edifice of the Job Training Center

- was erected. It would appear that this situation could be du-

plicated 1n other areas where there are no .sponsoring organiza-
tions on the scene. Although the location of the institution
may not be ideal, as a program i1s developed it can become the
central point for service to a large area. ‘
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How can such a facility be sustained once it has been
started? The Kennedy Job Training Center recsives basic support
from the Kennedy School partially in in-kind services and partial-
1y asa a result of cash expenditures. The workshop bullding, known
as St. Michael Workshop, is furnished to the Job Training Center
wlith no cash rental ‘and includes all utilities such as heat, light,
and water, as well as the services of the School's maintenance .
staff. The supervisory assistance of the School's staff is also
available without charge, and no money changes hands when the Job
Training Center'!s truck and station wagon are filled with gasoline
at the Kennedy School's pump. In a sense it can be said that the
financial support of the School is in payment for the special
training services which the Job Treining Center provides for the
resident students. B

e

A worthwhile rehabilitation program will easily elicit
support from the Division of Vocational Rehabilitation in the
form of fees paid for services to handicapped clients. The writer
cannot generalize about the availability of funds from other state
agencles such as the grant-in-aid which the Kennedy Job Training
Center receives from the Illinois Department of Mental Health.

If it is possible to develop a cooperative program with public
school systems, this could be a source of additional tuition fees
which can be used to support the workshop operation. At the
present time we know of no situation in the State of Illinois
where a public school system has been able to purchase services
from a sheltered workshop without a three-way arrangement with
the Division of Vocational Rehabiiitation.

The Kennedy Job Traininhg Center has been very fortunate
to have received financial support from the Lt. Joseph P. Ken-
nedy, Jr. Foundation. Other workshops ¢ould possibly generate
support from other private foundations or donors and from local
United Funds. Up to this point, this project has not sought
such assistance in the community because of the peculiarity of
its position. First, as a subsidiary of the Kennedy School, the
workshop cannot engage in fund-raising activities in the community
in competition with the parent organization. Second, since the
Kenzedy School services the Archdiocese of Chicago, no direct
gontact could be made with the local Community Fund without going
through the channels of the Catholic Charities in Chicago. Other
communities have their own resources which can be tapped for ' the
support of a sheltered workshop. |

New Directions

What directions do we plan to teke in the future? The
decisions for the future of the Kennedy Job Training Center will
have to wait for the development of the state-wide plans which
will come about as a result of the 1965 Amendments to the Voca=-

tional Rehabilitation Act. This report has communicated our
short-range goals:
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1. Continuation of the program of vocational
.- evaluation and training based on the working

- agreement with the Division of Vocational
-Rehabilitation.

2. Further development of the cooperative rela-
- 'tlonships with the public school specilal ed-
~ucation programs.

- 3. Continued service to the students of the Lt.
' Joseph P. Kennedy, Jr. School for Exceptional
Children.

4. Improvement in the operational efficiency of
the Kennedy Job Training Center, hopefully by
implementation of the proposal to employ a
‘business manager.

5. Development of a program of research jolntly
- with DePaul University.

6. Exploration of means to meet the need for long-

' term services to that segment of the mentally
retarded population requiring long-term sheltered
workshops and activity programs,

Many parallels can surely be found in other parts of the
country where some or all of these elements can be lncorporated
into a total communlty program of service to the mentally retard-
ed. : |

Need for Addltlional Services

A feellng which has pervaded all of the interaction
among the staff of the Kennedy Job Training Center has been
"How can we add badly needed services and how can we lmprove
the .quality of what we are doing?" "These queries range acruss
the whole ~complex of workshop and counseling activities.

: ‘For example, we have taken a new look at our counseling
efforts and have tried to determine the nature of the counseling
approachi. What 1ls rehabilitation counseling with a mentally.
retarded client? When does it become vocational counseling?

Is 1t a therapeutic process or should,l1t be geared to provide

a maturational experience for the retardate? Of course, coun-
seling must be designed to meet the needs of the individual so
that one kind of approach may merge into and become part of
another depending on the client's stage of development. There.
are no sasy answers and we find such questions are the substance
for endless hours of discussion.

Our questioning does not end with the,counseling; the

workshop itself comes under close scrutiny. Does the workshop
- program tie in with the counseling program? Would it have a

e o o 8 Al s R A P s N 6y e

A TR NS JTRPPCHONIR NPV VS T

R AT AL W R I T 1 19T e

—_——




- 65 -

valie to the trainee without the counseling to interpret the
work experience? Conversely, could a mentally retarded person
be moved along toward employability only with intensive coun-
Sseling? We have had to conclude that it takes both the actual

- experlence in the shop and the counseling to give the client

the most complete kind of preparation for life in the community.

We know that our program is not doing an effective job
of differential diagnosis and without adequate diagnostic tech-
niques, the remediation of disabilitiss cannot be effective.
Each trainee that enters the program is treated as if he or she
were part of a homogeneous group rather than as an individual
with specific disabilities which must be ascertained and to
which remedial techniques can be applied. We hope that with
the aid and cooperation of a university affiliated research

program we can remedy this shortcoming and develop a new diag-
nostic approach.

Another question which intrigues the staff is the ex-
tent to which emotional problems disable the mentally retarded
person and whether, in some instances, the smotional elements
are not more disabling than the mental retardation. The IQ

score 1s a poor indicator in a work setting where often a lower-.

-.8rade retardate can be seen to be functioning more productively

than his potentially more adequate peer because the latter is
unable to invest himself more completely in work. The dearth
of psychiatric consultation renders it difficult to learn more
about individual cases, but the staff will continue in its de-
sire to learn more about this problem.

We have kicked around ideas for meeting the need for

long-term programming for the mentally retarded person who cannot

be prepared for employment in a relatively short period of time.
There is danger of becoming smug at a time when the labor market
has such a voracious appetite for employasble persons and one
wonders how readily we will be able to place our marginal people
in a declining labor market. '

It would be folly to oversimplify the problem of estab-
lishing a terminal workshop or an activity program. Can we,
in effect, ignore the long-term client and give him less in the
way of supervision and counseling, just so he is busy? Or is
he, by virtue of his inability to function at a productive level
in greater need of intensive services? We of the Kennedy Job
Training Center choose to emphasize a dynamic approach to the
problem and we feel that we must furnish those services which
the individual trainee needs for as long as he needs them. This
1s no easy task and has caused us to hesitate before embarking
on the venture of building a long-term program.

Perhaps in the future, if i1t is consistent with the
state-wide planning, we can meet this need by a network of

satellite workshops. Several important advantages would acecrue
to such a plan. , '
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l. It would conserve professional help, which is in
short supply anyway. -Administration, casework,
and counseling could be centralized in a parent
facility.

2. The workshop could be brought closer to the
point of need. Traveling to and from a distant
workshop is not critical for the predetermined

- period of an evaluation and training program,
but can create hardships over an indefinite time.

3. By maintalning contact with the evaluation and
training facility, the truinee in the long-term
program is less likely to be "lost in the shuffle"
if and when he begins to show signs of achieving
productivity. .

‘These 1deas are only vaguely formed in our minds and per-
haps suggest that the millenium is approaching in rehabilitation
with its attendant abundance of funds, facllities and programs.
To us these goals are real and workable., We feel that they can
be pulled together and made successful and that larger numbers

of handicapped people can be helped toward productivity and

self respect.

Sumnarx
In writing the last chapter of this report, we have

chosen an informal style of interpreting the results of our
three years of experience, and indeed have even taken the

" 1liberty of editorializing. In fact, the form of the whole

report has been biographical. Other scholarly reports have
been written which have defined terminology and set forth man-
uals for starting, staffing, and equipping sheltered workshops

" for the mentally retarded. Our purpose has been to share with

others the excitement of creating a facility which we think 1s

a little bit different, to glow over our small successes, and
to set forth our perplexity about problems yet unsolved.

The candle operation was one of the things that was a
little different for a workshop and may 3how a way to lessen
dependence on sub-contracts. The management analysis, too; was
a little bit different, and we hope that it will turn into a
success for i1t has the potential to put workshops on a sounder

~basls and to eliminate much guesswork about managerial problems.

. We honestly admit to being perplexed about a great many
things. ILocal needs have been met in only a limited way because

. potentlal cllents .are not always easy to reach. We feel that

we have shown the way for new facllities to be founded where none
existed before by basing them in residential institutions and we

~ have some grand plans for improving and expanding services. Yet
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we ask qﬁestions about the efficacy of our techniques and the
soundness of our philosphy of operation and we have many other

queations about the.mechanics of carrying on a good rehabilita- -
tien program. 3

Somehow, none of the problems seem lnsoluble and we are
anxious to find answers to the questions. Above all, we wish
te share our enthusiasm for the task ahead and we go ahead with
8 Senge of dedication to that task. ‘
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APPLICATION BLANK o e ‘ ;%
Serial Number: A
IR -~ % .- KENNEDY JOB-TRAINING_CSNTER - 66 -

. v ‘ . ! . . . . .
. . . .
LN . . . " -~ . . : P -
ik, : e X : , . Dates -
. . } B o

Last Name First Middle

Heme Address Clity State 2Zip Code

Telephone Number Soclal Security Number

Date of Birth -
Mouth_ Day Year Height Weight

Fathgr's Name Mother's Maiden Name

Selective Service: Board Number At:

Hobbies:

SCHOOLS ATTENDED: From  To _ Courses Diploma

LIST THE TYPE OF JOBS YOU PREFER: i
1. 2. 3, Salary i

EMPLOYMENT RECORD i
Firm: . _ How Obtained: ' y

Address: ' ' Length of time:. From to: f ?

Dut{es: _ | Why Lefts |

Salary:

PERSONAL REFERENCES

Name _ Address Phone
1, |

2.

R T b S 55

3.

;
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Referred by: Date entered Kennedy School
Date entered K.J.T.C.
Date left K.J.T.C.
Disposition:

FACE SHEET

Client's Name: '
~ (Last) T (First) (Middle)

¥

Home address: —_— — _ —
(Number) (Street) (City) . (St:ate) (Zip code)

Phone number: . Social Security Number
‘ (Area Gode) (Number) -

/

Date of birth: Place of birth:

Selective service numver:

Date of | Birth ‘ IO ‘ “Living
amily Member Birth [ Place Religion [Occupation |Grade Completed With

lOthers in_household | Relationship Other responsible relatives [Relationghip|

SCHOOL HISTORY

— | Grade |
School attended Address From | To | Comp. Diploma

(Month) (Day) (Yaar) (City) (State)
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Face Sheet -2-

PSYCHOLOGICAL TESTING

M

ﬁ'l‘est Date Teat administered |Results

B TR A

" |WORK FISTORY

ployer Frow| To_}Type of Work | Wages | RBason for leaving | How acquired
L
'SOCLAL AGENCY CONTACT i
Agency Location Date of contact
|
i i
! i
) 4
’ LEARNING SKILLS: S PHYSICAL ABILITIES: '
t e e e

Reading Speech i

Writing . Vision -
X Arithmetic -  Hearing
' Tell time ____ | | Mbilify-
Counting A Convulsive disorder
.. Travel alone | Medication |
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KENNEDY JOB TRAINING CENTER
© Self Concegt Check List

Name:

Rated by:

Date:

- INSTRUCTIONS: The following statemeht should be made clearly'ahd'dis-

tinctly, It may be explained further if necessary,

"I want to know how you feel about some things. I will make a state-
. ment and I want you to tell me how it applies to you. If you think what
I say is right - say: "that's right", If it's wrong - say: "that's
wrong", If you are not sure, say: "I'm not sure", .
(Give a 3" x S" card, with the three choices, to the client)

Items: (Classification of statements may be necessary, )

A, PHYSICAL

Right Wrong

l, My appearance is all right,

2, My health is,good.

3. I have enough strength,
B. LEARNING ABILITY |

1.

24

3.

L.

I can remember things easily,

I learn new things easily

] |
] ]

I can read directions and #follow thenm,

When someone shows me hew to do some-
thing, I catch on quickly,

C. ATTITUDES AND ADJUSTMENTS

1, I get along with co-workers.

(or classmates)

2, It doesn't bother me when people

criticize me,

3.
L

I can dn a job I don't like,

I get along'with Supervisors,
(er teachers)

5.

I can work as well as others in my group,
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Self Concept Check List =2

I enjoy undertaking new tasks,

I don't mind close supervision,
a., When learning a new task,

be When doing something I'm
familiar with,

D, SOCIALIZATION

.1‘
2
3
L,
5.

I have as many friends as most people,

I enjoy meeting new people,

I enjoy doing things with other people.

People like to have me around,

I have fun in my spare +ime,

E. FAMILY AND SIBLINGS

1,
24
3.

L,
Se
e,
Te

‘I get along well with my father,
I get along well with my mother,

I get along well with my brothers
and sisters,

I'm happy at home,
My parents need my help at home,
.ﬁ,MY.parents help me with my problems,

My parents love me,

F. PERSONAL

1,
: 2,
3o

,-lo

I don't get upset easily,

I don't worry a great }deal.A '

I enjoy myself most of the time,
I'm happy with life,

Right

?

Vrong
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Self Concept List =3«
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 INCOMPLETE STNTENCES: | .

1. I likes
i v: u T ——— i
2 2, Vhen I look into the mirrer: X
3. I viehs

: b, I hates
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Most people are:
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10, Most (0.8,) boys = girls are:
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Appendix D - 175 -

To: Kennedy Job Training Center Files

From:. .» Evaluation Superviser
SubjectT (
Present at Staffing: ;

' . Below /  Above  Does ”
I. PERFORMANCE Shep Shop Shop 1Ind. not See

Aver. Aver. Aver. lsvel Apply Comment:
Penang

B. Quality of work on: R

A. Productive abilities on: .
1. Repititious tasks L
2. Assenbly line operations "
3. Packing-assemdbly-inspecting ,
4. Candle ufg. operation N
S. aseignment

Il

1. Repititious tasks A S )

2. Assembly line operations r 4

3. Packing-assembly~-inspecting . K

4. Candle mfg. operation L gy
S. assignment M )
Comments:

IXI. INTERPERSONAL RELATIONS
Slight Moderate Excessive
A. Relationship to supervisors
l. Need for supervision
2. Need for repeated instruction ,
3. Need for encouragement N
4. Need for emotional support .

B. Ability to: T : Poor- Average Above Aver. .
1. Handle criticism L . -

2. Learn from correction H X ?

- C. Trainee functions satisfactorily under: }
l. Supervisors: Male Pemale ~ Either )

2. Supervision: Littie Close ~ Bither '

. 3. Limit setting: Strict Lenient Bither

D. Relationship to co-workers

1. Ability to get along with co-workers Yes __ No__ . ‘
2. Ability to tolerate annoying co-workers Yes __ No {
3. Trainee is generally liked by co-workers Yes __ No__
4. Trainee is generally respected by co-workers Yes___ No____

5. Trainee is viewed by co-workers as: a leader
active participant passive individual social isolate

Comments:

.
.
.
f
P
4
.
i
Lo
[
Loy
[
bt
§
b
¥




Trainee Evaluation -2~
III. ATTITUDES
Very Somewhat Typical See
A, Self Immature Immature for C.A. Comments
1. Level of maturity L : .
- Low Average lugh‘I

: L)
2. Level of self-confidence

> &

3. Level of self-esteem

- -

'B. Towards work
l. Level of vocational development

-

" Yoor

Average Above Aver.

[] 4

2. Level of motivation to work .
3. Knowledge of the world of work

4. Knowledge of roles of worker
and supervisor L

] 4

5. Views himself as a worker: Yes Ne

6. Views workshop as a step towards future:

Comments:

“Yes No

IV. TRAINEE AS A WORKER

A. Ability to: - Poor Fair Good

1. Follow directicns

* N

Very Good

N

2. Sustain work effort for
entire day

3. Stav at work assignment

L

¢r -

k. Do assignments exactly as
instructed

Tl

ATT

5S¢ Learn new assignments readil

6. Work without close supetvtsion

7. Direct energies into work .

8. Derive satisfaction from !
being productive .

1411

]

9. Discipline self to return to '
work promptly after breaks

10. Assume responsibility

. 11« Work under pressure

12. Organize work efficiently

13. Recognize & correct errors

14. Exhibit resourcefulness

11111

15. Seek essistance if he tuna
into difficulty

16. Become involved with work

17. Move from job to job easily

18, Do a job he doesn't like

19. Work without complaining

.«.-lb L L L

20. Conform to the rules and

oo _’..-r.....,_r. <--.|,‘cr

|
[ | regulations of the shop
L

B. Attendance record has been

alle
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Trainee Evaluation =-3-

. " See
C. Vocational goals are: realistic unrealistic Comments
not clarified at this point :

Cmme_nts s

ot R A —————— e TSNS

SUMMARY

A. Major strengths aré:

B. Major weaknesses are:

C. Overall plan: | ‘

D. Plan for next work period in terms of: o

= _ 1. Work program: Lo - - o

@. Counseling:

S S RS i i e




