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A multi-phased demonstration and research project was establiched to assist
with rehabiitation problems of severely disabled and handicapped persons. Services
made avalable were: (1) evaluation of the individual’s vocational potential, (2) work and
personal adjustment programs, (3) training courses nof avalable through traditional
sources, (4) guidance in placement service, and (5) research in evalvation and testing
procedures. General objectives were: (1) to search for and apply knowledge. methods,
and techniques previously acquired, (2) to increase the number of employable
handicapped, (3) to strengihen and increase community resources for vocational
rehabilitation. and (4) to initiate programs of research within problem areas. Some
results were: (1) development of a system of simulated work tasks for evalvation of
an individual’s vocational potential for rehabilitation, (2) establishment of counseling
and guidance services resulting In a combined personal adjustment-work adjustment
approach to help the client achieve an optimal adjustment to the world of work, (3)
initiation of a program of on-the-job training with emphasis on the acquisition of skills
in areas for which training was not readlly avaiable through traditional local sources,
and (4) determination that a placement counselor is necessary for the rehabiitation

program. (DM)
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FOREWORD

The Board of Directors of Springfield Goodwill Industries, Inc.,

is honored to present the final report on Vocational Rehabilita-

tion Administration Praject No. RD873 entitled "Establishment of

a Vocational Evaluation - Work Adjustment Unit", The Rsehabilita-

tion Committee of the Board of Advisors feels that this final

report is a significant development in the Vocational Evaluation - .
Work Adjustment field and the comprehensive data incorporated 1
might well serve as an operational guide for any sheltered work- '
shop seeking to establish a Vocational Evaluation - Work Adjustment

Unit. .

We wish to acknowledge the faith, strength and leadership of the
late Thomas F. Donnellan and Colonel Henry Heim in making this
Vocational Evaluation - Work Adjustment Unit a reality. We ex-
press our gratitude for ths cooperation and steadying hand of

A. Ryrie Koch, Regional Director of the Vocational Rehabilitation
Administration, and his staff.

The acceptance and participation by the Massachusetts Rehabilitation
Commission, the Massachusetts Commission for the Blind and the
Bureau of Vocational Rehabilitation of Connecticut is actively
demonstrated by their direct referral of t.ue 424 clients covered

by this report.

Springfield Goodwill Industries, Inc., is pleased to report that
since the termination of Federal subsidy, the Vocational Evaluation -
Work Adjustment Unit is operating on a self-supporting basis, with
an ever increasing number of client referrals.
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SPRINGFIELD GOODWILL INDUSTRIES, INC.
VOCATIONAL EVALUATION UNIT

I. INTRODUCTION

On 1 June 1961 the Springfield Goodwill Industries submitted to the
Office of Vocational Rehabilitation a project proposal for the estab-
lishment of a multiphased demonstration and research unit for the
vacational evaluation of severely disabled, mentally retarded, and
emotionally disturbed individuals. This proposal was approved and the
project began operations on 1 March 1962. The present report covers. ,
the operation of this unit frem that date until 30 April 1966, at which
time Federal funds were discontinued. The Vocational Evaluation Unit
continues to operate as a permanent integral part of Springfisld Good=-
will Industriss, serving the western Massachusetts and northern Conn-
ecticut areas. It is now financed entirely by local funds. It is
widely accepted by the rehabilitation agencies of these areas, and
continues to receive an increasing number of referrals,

A. Antecedents of Project:
1« Survey of Vocational Rehabilitation needs of the Springfield area.

Prior to the grant application an informal community survey by this
agency, which involved representatives of lacal public and private
agencies concerned with -the vocational rehabilitation of the dis-
abled and the handicapped (District Office of Massachusetts Rehabi-
litation Commission, Cerebral Palsy Association of western Massa=-
chusetts, Hampden County Association for Retarded Children, Heart
Association for Retarded Children, Mental Hsalth Association of
greater Springfield), revealed that none of the residents of this
area known to the above mentioned agenciss had taken advantage of
the existing vocational rehabilitation facilities outside of the
area. The primary reasons cited were that potential clients knew
relatively little about the work of these facilities, and also that
these agencies did not solicit clients from the western Massachusetts
area., In addition, the need to travel and toc live away from home
acted as a deterrent for those western Massachusetts residents who
might utilize such facilities were they located within their area.

During the survey, there was elicited a high degree of concensus in
regard to the followirg:

(a) A vocational evaluation facility must be an integral part of
the community which it purports te serve, since adequate plan-
ning and cooperation among the personnel of different agencies
are best achieved under conditions of shared understanding and
appreciation of available local resources.

(b) A::community oriented vocational evaluation facility, keenly

- aware that its success depends upon cooperation with local
industry, will promote local interest in hiring the handicapped
to a far greater extent than an "outside agency" which may not
enjoy the advantage of local identification.
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Without any exception, there was an exprassion of streng feeling
among the coemmunity planning agencies and the greatar Springfield
United Fund that the establishment of a Vocational Evaluatien
Facility for the western Massachusetts area would be needed in

the rounding out of the cverall scope of fine local rehabilitation
and treatment facilities.

Establishment of the proposed Vocational Evaluation Unit for per~

sons handicapped by mental retecdation, neuro-psychiatric and ather
disabilities could be expertzd to areatly assist the Massachusetts
Rehabilitation Commission in previding appropriate services to clients
of this area. In particular, the agency would be in a better position
to make available to them such training and placement opportunities

as are present locally., In this connection it is well ta note that
the western Massachusetts area offers a diversity of rehabilitation
opportunities in industry, and the proper utilization of these through
training and placement would be enhanced as a result of adsequate
vacational evaluation, '

In summary, a lack of proper evaluation and training facilities was
sean by all concerned as the greatsst obstacle to more effective
vocational rehabilitation of the mentally retarded, of whom, basad

on national esverage figures, the western Massachusetts area was gstie-
mated to contain some 2,800, most of whom could be expected to be
unemployed because of their disability, Finally, the development of
a local vocational evaluation facility was seen as a catalyst which
would promote greater cooperation among existing community rehabili-
tation agenciss.

Related prior OVR Research and Demonstration Bro jects.

In the development of the vocational svaluation unit, the experience
of prior projects was drawn upor. Reporis were received, and pro-
cedures were adapted and extended where indicated. In particular, the
experiences of the Vocational Adjustment and Evaluation Center of

the Chicago Jewish Voecational Service, and the Mew York Association
for Help.to Retarded Children Work Adjustment and Occupational Traine
ing Center were drawn upon. In addition, the rgports of other centers
then available were studied, notably the Work Adjustment Program of
the Indianapolis Goodwill Industries, and the Work Adjustment Center
of the Jewish Employment and Vacaticnal Service of Philadeliphia,

(Ses bibliography for additional entries)

The Project Director amd the Psychologist visited the Jewish Voca-
tional Service in Chicago, and familiarized themselves with procsdures
there at first hand. The entire project staff spent a day at ths
AHRC Workshop in New York City for the same purpase.

i S AL Dt

{ B. The Community Setting and Relationships:

s Springfield is one of the belt of industrizl cities located in western

] ‘ Massachusetts along the Connecticut River. The others are Holyoke and
Chicopee, 2s well as variocus smaller communities. This is an area that
in the past has had textile and paper industries as well as various forms
of other manufacturing., ODuring World War TI this area was economically
active, but after the war a2 gradual decline set in as o0ld line estab-
lished industries moved out. Only gradually, has there been a renewal




of industrial activity as newer light manufacturing companies have
moved into the area,

At the time of the establishment of the Vocational Evaluation Unit
in 1961 the employment picture in western Massachusetts was partic-
ularly deprived. During the existence of the Vocational Evaluation
Unit industrial activity has greatly increased and the employment
picture has improved. With the completion of major highways, in
particular Route 91 and the Massachusetts Turnpike, this area is
again retucrning into the main stream of commercial and industrial
activity. The greater Springfield area, including its surrounding
communities, contains approximately 480,000 people. This area is
served by a number of major treatment facilities. These include the
Northampton State Hospital for the emotionally ill (population 2,200),
the Veterans Administrationg Hospital in Leeds for neuro-psychiatric
patients (population 1,000), the Westfield State Sanatorium for pul-
monary tuburculesis and chronic disease (population 150), the Monson
State Hospital for neuro-muscular disease (population 2,000), the
Belchertown State School for Mentally Retarded (population 850), the
Springtield Hospital, the Springfield Municipal Hospital, the Mercy
Hospital, the Wesson Memorial Hospital, and a number of other insti-
tutionse.

In the past the method of operation of each of these institutions has
been to work primarily with its own patients and, where indicated, with
their relatives. Each institution has tried to provide, as far as
possible, its own follow-up services, and has tried to make, where in-
dicated, its own effort at rehabilitating its discharged patients.
Needless to say, the quality of these services has not been uniform,
and except for occasional referrals to Massachusetts Rehabilitation
Commission there has been little in the area to focus or serve as a
point of coordination for the follow-up and rehabilitation activities
of these various institutions. The approach of the lscal medical groups
has been to refer patients to whatever outside rehabilitation centers

: they happed to have heard about, with the result that those of lesser

: financial means are often unable to take advantage of these services.

Prior to the sstablishment of the Vocational Evaluation Unit, Spring-
field Goodwill Industriss had already been providing the Massachusetts
Rehabilitation Commission with a number of On-~The~Job Training and
Sheltered Workshop placement opportunities. These services have been
extended and have becoms an integral part of the vocational evaluation
program. As a result, there has been increased interest in, and use
made of the unit by the Massachusetts Rehabilitation Commission. This

. is indicated by the fact that between March 1962 and April 1966 358
clients were evaluated for the Massachusetts Rehabilitation Commission,
out of a total of 434 individuals who passed through the unit.

During the existence of the Vocational Evaluation Unit, some of the
community relationships have changed. These changes will be discussed
in the section "Impact on Community®.




C. The Physical Facilities of Gouodwill Industries and the Project during

D.

the course of thé Program:

From the beginning of the project until September 1963 the Vocational
Evaluation Unit was housed on the Sth floor of the Goodwill Industries
building in downtown Springfield. This location was in the heart of

the business district of the city and was easily accassible by public
transpertation, Access to the unit was by elsvator or by stairs. It
was adjacent to the industrial contract department which was also on the
5th floor. The floor area of the unit was 40 x BO feet. In addition,
of fice space was provided for the staff on the same floor.

The project area was equipped with suitable work benches and tables.
However, it became apparent during the first year of operation that this
location was inadequate and that access for handicapped persons was dif-
ficult and at times somewhat hazardous. In October 1963 a first floor
location became availabls in the Goodwill building. This eliminated the
nead of access by stairway or elsvator, there was improved lighting,
additional office space became available and, in general, the operation
of the unit was improved by its new location. In Septembsr 1964 the
entire Goodwill Industries moved to a modern, ane-story industrial build-
ing in the south end of Springfield. This new facility contains 70,000
square feet of factory space, of which the vocational evaluation and work
adjustment unit occupies 6,000 square feet. It continues to be adjacent
to the industrial sub-contract department. This type of building is
extremely helpful in providing a work-like atmosphere because the various
departments are not physically partitioned off. The evaluees and those
clients undergoing work adjustment are able continuously to visw the
existing work activities, .This.new building is located on a 13 acre
tract of land and thus has ample room for outdoor recreational activities,
as well as space for future aexpansion.

Purpose and Rationale of the Project:

A multi-phased demonstration and research project was established for
saverely disabled and handicapped persons, with particular emphasis on
the mentally retarded and emotionally disturbed. The purpose was to
assist individuals, public and volunteer agencies concerned with the
problems of rehabilitation so that they could more efficiently plan and
initiate effective vocational rehabilitation programs. This was accom=~
plished by filling what were then the largely unmet needs in the total
area of planning vocational rehabilitation programs for clients in the
western part of ths Commonwealth of Massachusetts. The types of services
which were to be made available, and the order of priority in which they
were to be established were as follows:

1. Evaluation of the individual's vocational potential for rehabilitation.

2. Work Adjustment and Personal Adjustment Programs

3. Such training courses which were not available and feasible through
traditional sources.

4. Guidance in placement service for clients of the project through
cooperation with official agsncies, such as, the Massachusetts Re-
habilitation Commission, the U. S. Employment Service and the
Springfield Hospital Rehabilitation Center.
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Ressarch in the evaluation process and testing procedures as well as
in the comparative value of training and conditioning procedurss.

General objectives of the Vocational Evaluation Unit. At the time
of the establishment of the vocational evaluation unit the general
objectives of the projszct were stated as follows:

(a) To search for and promptly to apply the knowledge, methods and
technigues acquired through the (f{ice of Vocational Rehabilitation
sponsored and related researvh projects, established workshops,
institutions, business and industry.

(b) To increase substantially the number of employabls handicapped
parsans by preparing the disabled for training in skills, or
occupations, in demand within the area,

(c) Te strengthen and increase the community resources and services
for the vocational rehabilitation of disabled and handicapped
persons. Existing resources available at the time of the estab-
lishment of the unit did not adequately serve community needs

- through the traditional approach and methods.

(d) To initiate programs of resesarch within problem areas of voca-
tional evaluation of the mentally retarded, the emotionally dise-
turbed and the blind.

Specific objectives. The above gensral objectives were spelled out
more specifically as follows:

(a) To assess the client's potential for Qobational rehabilitation in
its brosder aspect, through a process of evaluation and simulated
and actual smployment conditions,

(b) To provide a progrem of counseling, guidance, encouragement and
work for the purpose of developing and improving the client's
work tolerance, good work habits and personal adjustment in pre-
paration for either vocational training or employment (competitivs,
sheltered or self-employment}; and a program for those who may not
achieve vocational rehabilitation, but who, through adjustment and
self-care, may improve their situations.

(c) To offer training courses for the disabled which are not generally
available or feasible through existing training programs in the
community; these to be kept within the present and future scope
of the equipment, facilities and personnel available at Spring-
field Goodwill Industries.

(d) To assist clients intheir search for employment through coopera-
tion with available and established placement resources, i.e.,
Massachusetts Rehabilitation Commission, Division d Employment
Security and the JOB Program.




(e)

()

(a)

(h)

To adapt and utilize the present space and wide variety of
machinery and equipment used in the trades and occupations
represented within the Springfield Goodwill Industries.
(The project was not intended to duplicate services already
svailable to its clients)

To make effective use through the Vocational Evaluation Unit
of knowledge, methods, techniques and procedures obtained
from related OVR research-demonstration projects, such as
the ones developed by the Institute for the Crippled and
Disabled of New York, the Goodwill Industries of America,
the New York Association for Help to Retarded Children and
the Jewish Vocational Service and Employment Center in
Chicago.

To provide oppartunity for research in the various areass re-
latad to the above objectives.

To support, through affiliation, such professional societies
end organizations as may contribute to the development and
growth of this demonstration project.

RN, ,,.mwm-ﬁ%mﬁ‘.ﬁﬁi{\qwﬁﬁ-m,m.i'ww A




II. PROJECT PROGRAM

A. Type of Project‘astablishad

Te

The project, as it was established, was a multi-faceted one, the cors

of which was the Vocational Evaluation Unit. This Vocational Evaluation
Unit was built around the use of various simuleted work situations that
were specificelly developed for this project to serve as test vehicles.
In addition, various traditional vocational evaluation and psychologicsl
testing instruments were used as required. In order to broaden the vo-
cational evaluation phase and to add a greater vapiety of situations, as
woll as to introduce more veried and realistic types of supervision,
clients were also placed in various work activities in the main part of
the sheltered workshop as part of the evaluation procedure. This was
ususlly done in the latter part of the evaluation process. Prior to
vocational evaluation a thorough intske procedure was cerried out, in-
volving intaks interviews, background investigations and consultation
with other agencies. As the project progressed it became increasingly
apparent that many of the clients required something beyond vecational
evaluation and a work adjustment program was established as part of the
project in which clients could be trained over a more prolonged period
in the skills and habits that qo along with successful work. For those
clients who needed training in specific job skills, a number of specific
on-the-job training situations were devised. This involved prolonged
training of the clients upon completion of the evaluation phase. Ffor
these training programs job specifications and tresining procedures were
developed.

Development of Staff

Immediately upon the award of the grant from the Office of Vocational
Rehabilitation, the executive committee and rehabilitation committes of ;
Springfield Coodwill Industries, sppointed the then current Rehabilitation
Director as the Project Director. His du.ies from then on were confined

to project matters. Initially the unit was staffed by an Evaluation

Supervisor, and by a Secretary. The Psycholegist was added to the staff'

of the project shortly after its inaugeration. Towards the end of the

first month of the project operation a second Evaluation Supervisor was

hired and in July 1961 the Social Worker assumed her duties.

A major addition in the staffing pattern was the hiring of a Placement
Officer on July 15, 1963, Hie backaround included personnel work in
coungeling for the past 30 years. His knowledge of industry in this
area, his numerous contacts and his counssling skills provided a graat
asset to the unit. His function was to work in close coordination with
the referring agencies such as counselors from the Massachusetts Rehab-
ilitation Commission, the Division for the Blind and the Bureau’pf
Vocational Rehabilitation for the State of Connecticut.

The specific areas of responsibility and job requisites for each of the
above positions was worked out as follows:




1. Project Director - Areas of Responsibility

(a) Establishment, administration and direction of the Vocational
Evaluation Unit in accordance with the agency's policies,
standards and committments.

(b) Coordination of all services as well as their integration
through staff conferences and personal directives for the
purposes of the most efficient opevation and accomplishment
of the objectives of this project.

(c) Direction of program development and supervision of records. -

(d) Representation of the Vocational Evaluation Unit before in-
terested individuals and organizations.,

(e) Periodic reporting to the Springfield Goodwill Industries
Rehabilitation Committee on the progress of the project,
seeking counsel and assistance from this committes end its
professional advisors regarding problems involving the progress
of the project.

(f) Presentation of the annual progress. reports to the Rehabilite-
tion Committee Chairman and, through him, to the President of
the Springfield Gaodwill Industries, Inc.

(g) Preparation of the annual budget for the Vocational Evaluation
Unit.

(h) maintenance of a close working relationship with the District
Office of the Massachusatts Rehabilitation Commission and other
referring agencies. Reporting the progress of clients in eva-
luation-work adjustment training programs. Requesting special
services when the need for these is indicated by the professional
staff of the Vocational Evaluation Unit.

(1) Supervising the vocational counseling services of the Vocational
Evaluation Unit.

(j) General direction of, and participation in, studies snd research
efforts as these become necsssary for the progress of the project.

(k) Supervision of graduate students placed in the Vocational Evalua-
tion Unit as a part of their vocational rehabilitation training
at Springfisld Collsege.

Job Requisites:

The Project Director should be an individual who combines in his aca-
demic and practical experience, an administrative, psychological and
vocational rehabilitation counseling background. Such a person will
have worked in an industrial training center for disabled persons

end should hold a minimum of a Masters Degree in either education,
psychology or a related field. His experience, in aldition, should
include work with community agencies, both public and private, and he
should be thoroughly familiar with the vocational evaluation and test-
ing procedures employed with various disability groups.




(b)

(b)

2. Socisl UWorkar

(a) Areas of Responsibility:

(1)

(4)

(5)

Jab

The
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Establishiwent of intake and orientation procedure, obtaining
socizl heckgeound information and other data which would as-
sist toe stalt in the determination of the client's amenability
to the services of the Vocational Evalustien Unit.

Offering cass work services to clients and their families to
mant individual nesds, such as the welfare needs, medical needs
and nceds arising in emergency conditians.

Stafl consuitation regarding clients! social and vocational
problems.

Research participatiaon.
Inter-~agency relationship regarding clients.
Requisites:

Social Worker must be a graduate of a recognized school of

social work and should have some community agency sxperiencs. Also
helpful would be direct experience of working with the disabled and
their families.

(1)
(2)
(3)
(4)
Jaob

The
has

3. Psychologist

() Areas of Responsibility:

Direct testing services and assistance with interpretation of
psychological testing datsa.

Staff econsultation reogarding clients learning, management -and
evalaaiion,

Assistanca in research studies, in developing experiments and
ire prucean evaluation,

Irndividuel end group counseling of clients regarding perscnal
aa jusiment.

Roquisites:

Psychologist should be a person holding a Ph.D. Degree, and who
had some experience in both the clinical and the research phases

of professional work,

4. Evaluation Supervisor (Senior)

(a) Areas of Responsibility:

(1)

Primary responsibility for supervision of clients in the Voca-
tional Evaluation Unit, providing them with assignments and
instructions, and maintaining records on such matters as their
attendance and performance on various job samples.

PR
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Se. Evaluation Superviser (Junior)

(2) Areas of Responsibility:

The Junior Supervisor's responsibilities will, in general, parallsl
those of the Senior Evaluation Supervisor. Howsver, in all matters
pertaining to the administration of the physical property, safety
conditions and evaluation procedures, he will be directly responsible
to the Senior Supervisor.

After the Project had been in operation for a little over a year, it became
increasingly apparent that a Placement Officer, primarily responsible for

the clients of the project, would be a most useful staff addition. His *
areas of responsibility and job requisites were worked out as follows:

6. Placement Officer 3
(a) Areas of Responsibility:

(1) Job Development - contacting employers to find out if it is pos=-
sible or feasible for them to hire or train clients from the
project and to study their operations to see if such people can
be used on their work. Securing contracts from various concerns
Por work adjustment and placement of the individual after train-
ing. Also, a study of their production to determine where this
particular operation will fit into the overall operation,

(2) working with outside industry developing job specifications and
training programs. '

(3) Observation of clients while on work evaluation, work adjustment
or training here at the Springfield Goodwill Industries.

(4) Providing of practical occupational information geared to the
individual's capacities and needs. ‘

(5) Placement in conjunction with referring agencies and employment
agencies.

(6) Follow-up. People placed from the Project will be given continued
support as they begin their life in the world of work. Also,
liaison will bs maintained with local industrial concesrns who have
taken members of the Project. -

(b) Job Requisites:

The Placement Officer should be a person with a background which includes
personnel work, counseling, and direct industrial placement experience.
He should be knowledgable about the various industries in the area as
well as the various public and private agencies whose function is the
placement of handicapped individuals. An appropriate college degree

is desirable for this position.




C. Staff Orientation

The philosophy of the Vocational Evaluation Unit about the roles of

the various staff members was in keeping with the general character of
the physical facilities. The clients have been encouraged to perceive
the total setting as an industrial work situation and to relats to
evaluation and work adjustment supervisors as work foremen, and not as
if they were social workers, rehabilitation counselors or psychologists,
This has contributed greater validity to the evaluations. In addition,
this approach is in keeping with the basic philosophy of the Goodwill
Industries, which historically has operated with the use of industrial,
non-professionally trained work supervisors. ‘

Throughout the program, the evaluation and work adjustment supervisors
have received constant support and assistance from the professional
staff. In additiocn, members of the non-professional staff wers given

an opportunity to attend Springfield College in order to matriculate

in various courses dealing with rehabilitation philosophies, concepts
and various disabilities so that they were provided with a general
orientation to Vocational Rehabilitation and could better understand the
functions and duties of the professional staff. This allowed for a har-
monious team approach with the various clients.

Perhaps of greatest value in staff training were daily and weekly staff
confersnces dealing with actual problems with clients. A deliberate ate
tempt was constantly maintained to relate individual case problesms to
larger issues of evaluation and work adjustment, Thureday afternoon
staff conferences were held with the specific idea in mind of exchanging
concepts and feelings regarding actual situations at the unit as related
to theory.

Friday afterncon staff meetings with the representatives of referring
agencies also proved to be of unmeasurable value as a training tool.

Of great assistance to the staff was the supporting staff of Springfisld
Goodwill Industries, the medical consultant, psychiatric consultant and
the consultant on training programs. The assistance to the staff in
problem .situations requiring their professional knowledge, insight and
skills, was most appreciated.

In order to further upgrade the skills and breadth of experience of the
staff, a planned program of visitation to other rehabilitation programs
was also undertaken. All the members of the staff took part in these
visits. All visitations were made the subject of discussion amcng the
staff members with the view of adapting procedures and practices em-
ployed at these centers wherever practical.
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D. Procedures.Used
1. Intake

(a) Referral Methods: Throughout its existence the philosophy
of the Vocational Evaluation Unit has been to maintain a
very liberal intake policy as to types and severity of dis- 4
abilities. It has been the belief of the Springfield Goodwill ‘
Industries Board of Directors and Rehabilitation Staff that a ‘
sheltered workshop and, more specifically, a Vocational
Evaluation - Work Adjustment Unit can best meet the needs of b
the various public and private vocational rehabilitation '
agencies by offering services to the more severely and multiply
handicapped clients.

The vocational evaluation services of this agency thus are
available to all vocationally handicapped residents of the
western Massachusetts area and bordering counties of the states
of Vermont and Connecticut who are of employable ags. All
clients must be referred by recognized community agencies con-
corned with the vocational rehabilitation of disabled persons,
The vast majority of referrals has come from the following
agencies: Massachusetts Rehabilitation Commission, Massachu-
setts Division for the 8lind, Connecticut Rehabilitation Bureau
and the Veterans Administration.

In addition to the usual referrals, the Project Diractor, as

well as the Executive Director of Springfield Goodwill Indus-~
tries, receive numerous inquiries and referrals regarding the
rehabilitation services offered by the unit. It is the policy,
which has been rigidly adhered to, that all such inquiries are
referred back Po the appropriate rehabilitation agencies. The
philosophy of the vocational evaluation unit is to work in con-
junction with other vocational rehabilitation agencies. We

fully realize that for many clients we cannot offer a complete
vocational rehabilitation program, and that the official agency
charged with the vocational rehabilitation for the physically

and emotionally handicapped is the Massachusetts Rehabilitation
Commission. We offer the agencies what services we have avail-
able and it is for them to decide whether or not their client
would benefit from these services. In addition, the final report
of the vocational evaluation can only make certain recommenda-
tions. These recommendations are best understood by the profes-
sionals employed in the various vocational rehabilitation agencies.
It is they who must make the decision whether or not they wish to
follow our recommendations. :

The actual referral of a client is performed in a rather informal
manner. This is basically due to the good rapport that the Eval-
uation-Work Adjustment Unit has established with the various
counselors from the referring agencies. The counselor of the
referring agency contacts the Social Workar and briefly describes
the client and the reasons for referral. A daté is then given to




(b)

- ground data can be collected with facility. When the client

(c)

the referring counselor as to when his client may commence
evaluation. Prior to the admission of the client, the refer~ 1
ring counselor submits data pertaining to the medical,
psychological and social backqrounds which spell out known
abilities and limitations of his client.

Intake Interview: The intake and initial orientation of the
client is the responsibility of the unit's Social Worker.
This is usually preceded by a conference with the counselor
of the referring agency, during which background data is
discussed with specific emphasis on the vocational, psycho-
logicel, medical and social aspects of the client's history.

i Sl ok

During this discussion the referring agency's problem with
this particular client is defined in operational terms and

the role of the unit in the solution of this problem is clari-
fiede The intake of clients is usually scheduled for Mondays.
The initial interview with the client is designed to aqain pre-
liminary information concerning the client's readiness for the
unit’s services in terms of his personal adjustment and degree
of mobility. The initial interview follows a rather sst
format so that necessary academic, vocational and other back-

is unable to provide this information himself, the Social :
Worker tries to obtain it from collateral services such as
parents, other relatives, school counselors or physicians.

Social Service Werk: Upon the conclusien of the formal part of
the interview the Social Worker attempts, through a less formal
discussion and a personal tour of the unit, to orient the client

' concerning the services and the expectations of the unit. If

the client agress to cooperate he is then introduced to one of
the Evaluation Supervisors and is instructed regarding the
unit's svaluation and work procedures.

In addition to the above described intake interview, it is the
duty of the Social Worker to obtain social background informa=-
tion and other data which will assist the staff in determining
the client's amenability to the services of the Vocational
Evaluation Unit. In addition, the Social Worker offers case
work services to clients and their families to meet individual
needs, such as welfars and medical needs, and needs arising

in emergency situations. The Social Worker further participates
in consultation with the staff regarding client's vocational and
social problems. Another major function of the Social Worker

is the supervision of the submission of data by other agencies
and sources, such as medical records, previous rehabilitation
and hospital records, employment records, etc. Also, the Social
Worker is the primary person in facilitation interagency rela-
tionships regerding clients. Ffor example, in a given case the
Sacial Worker might visit the Mass. Rehabilitation Commission
office, the Veterans Administration Hospital, or other agencies
which:refer clients.




(d)

(e)

It is important to emphasize the need for rapidly obtaining
records and information from othar sources as this area is
often.a particularly difficult one. This is of vital impor-
tance in a program where a client may only participate for a
short period as four weeks. It thus has become a primary
responsibility of the Social Worker to obtain and coordinate
the client's rehabilitation records.

Medical Consultation: A physician is attached to the Vocational
Evaluation Unit on a part time basis as medical consultant. It
is his function to review medical records submitted by referring
agencies and to translate this information into meaningful terms
for the staff of the Project. If specific medical problems
arise with a particular client the medical cansultant may ex-
amine him. Any findings and recommendations are reported to

the referring agencies for action. In addition, the physician
providaes occasional in-service training seminars for members of
the project staff.

The services of the medical consultant have been found to be
particularly valuable in interpreting medical records received
from other places. These reports originate from a wide variety
of sources such as mental hospitals, hospitals for epilsptics,
private physicians, etc. Some of these sources provide very
adequate medical evaluations that are particularly useful to
rehabilitation agencises, while othem provide very limited reports.
As a result, a considereble amount of medical sophistication is
required to interpret these varying reports in terms meaningful
to the staff of the vocational evaluation project.

Although not paid from project funds, there is alsoc a nurse pre-

'sent at the Goodwill Industries. She works in conjunction with

the medical consultant and is on the scene to provide nursing
help at times of specific emergencies, such as minor injuries, or
seizures occasionally suffered by epileptic clients while at work
in the Goodwill Industries or in the Vocational Evaluation Unit.

Liaison with Referring Agencies Personnel: Liaison with referring
agenciaes personnel is maintained in.a number of ways. There are
weekly and bi-weekly written reports to these agencies, as well as
a complete written final report. In addition, various forms of
informal and verbal communication. are maintained. Often this
contact with agency personnel is particularly important. Some

of the referring agency personnel visit the evaluation project on
a reqgular basis every two weeks. Others maintain telephone and
personal contacts on an irregular, but frequent basis. This con-
tinued, close involvement with the evaluation process results in
the referring agency personnel feeling closely related to the eval-
uvation unit. Thus they ars able to better understand and accept
recommendations made by the unit's personnel.

In addition, senior members of various agency staffs sit on the
Rehabilitation Board of the Goodwill Industries. This board con-
cerns itself with the operation of rehabilitation projects.
Goodwill personnel, upon occasicn, also go out and participate in
the staff meetings of other agencies. [t is important to emphasize
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that this.type of frequent contact results not only in much
greater acceptance and understanding of a project such as the
present one by rehabilitation agencies, but also much increases
the effectiveness of utilization of the projsct by them.

Staffing: Although informal review of each case goes on daily,
there is a formal case conference in which the client is dis-
cussed after he has been at the center for two weeks. The con-
ference review team includes not only the unit staff, but also

a2 representative from the agency which referred the case. This
meeting results in a more integrated effort in that most per-
sonnel and referring agencies share information. It also permits
the agency which assumes follow-up responsibility te maintain
interest in its own cases. The Unit, in turn, obtains advice
based on the referring agency's understanding of the case. This
makes for more effective planning while the client is in the
Unit. Since, in many instances, the case conference includes
visitors who are interested in the vocational process, it serves
as a most important education medium. Thus, there is a continuous
flow of professionals and lay people who.attend and get a first
hand view of the careful, comprehensive way the staff studies its
clients and the zeal and sincerity which plays such an important
role in motivating the clients.

2. Evaluation

Goals: In this part of the program the client's potential far
vocational rehabilitation and development is assessed by means of
actual and simulated employment situations. Such factors as atti-
tudes toward work, ability to mobilize energy, quality and quantity
of work, reaction to supervision, types of supervision needed,
ability to withstand pressure, relations with co-workers, and
self-concept are noted and evaluated. This information is inte-
grated with such factors as family background, educational and
vocational history, and psychological test results to produce a
comprehensive vocational diagnosis of each client, This vocational
diagnosis is then trensmitted to the referring agency, for use by
its staff in planning a rehabilitation program for the client.

This broadened emphasis followed an earlier one in which attention
was focused more directly upon the client's vocaticnal skills,
However, it became apparent with experience, as well as upon visit-
ing other work evaluation programs, that ths difficulty facing many
of the evaluees was not an ability to learn specific work tasks as
such, but an inability to adjust to the general work setting and to
initially exhibit the proper traits required of most workers. Their
difficulties revolved around an inability to mobilize energies for
work, inability to persist, inability to absorb pressures, lack of
nsatness, concentration, acceptance of regulations and other factors
important in a work setting.




(b) Means of Evaluation

(1) Vocational and Psychological Tests: Traditionally, voca-
tional testing situations used to rely heavily on paper and
pencil instruments, such as, intelligence, interest and
aptitude tests. Experience with these, in this and other
situations, indicated that they are usually not very useful
by themselves, particularly when dealing with individuals who
are debilitated through illness or who are of low intelligence.
This is the reason for the existence of the present project with
its emphasis on actual work tasks. However, within certain ‘
limits, traditional vocational and psychological tests are used
in this project also. The majority of evaluees are administered
the WECHSLER ADULT INTELLIGENCE SCALE if it has not previocusly
been given. Some paper and pencil interest tests are used with
those individuals whose intelligence and scholastic background
permits it. In addition, where feasible the basic scholastic
competence of the individual is assessed with the use of the :
WRAT. ;

(2) Simulated Work Tasks: In addition to the above mentioned
psychological tests a series of simulated work tasks were de-
veloped for the evaluation of clients in this project. These
consist of: . |

a. Routine repetitive gross tasks, such as, bag folding, place-~
ment of inserts into boxes, bagging of marbles, etc.

b. Tasks requiring the making of simple choices, or responding
to specific alternatives, such as, simple visual inspection
tasks (good or bad pieces), shoe repairing, simple gauged
inspection (go or no-go), etc. '

c. Tasks calling for greater exercise of discrimination, or
for gross coordination such as, a fence gate hings assembly,
placement of various colored marbles in specially designed
trays, and screw sorting.

de Tasks requiring moderate exercise of Judgement, finer dis-
crimination, application of less concrste instructions,
manipulative dexterity, percepiion of relationships of
multiple choice (such as, card filing and folder and insert
filing), crating, custom packaging, copy typing, clerical
machines, addressograph, multilith, etc.

; e. Tasks depending for their execution upon symbolic and problem
4 solving activity, complex visual organization, orderly step

ﬂ by step procedure, highly sensitive dexterity (such as com-
: plete resistence coil winding), preparation of slips for

% truck calls, computation of wages, etc. Performance on all
these tasks is measured quantitatively in percentages of

f : the norms of performance and qualitatively in terms of

3 observed behavior,
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In the selection of these various tasks a determined ‘effort
has been made toc select activities which have considerable
face validity so that they will not seem objectionable or
trite to the evaluses. As a result, the majority of the
simulated work tasks are constructed from actual industrial
parts, such as plumbing fixtures, fence hinges, commercial
hardware, etc.

(3) Actual Work Situations: Upon determination of the client's
functioning level he is assigned ta work on production tasks
at approximately the same level of difficulty. Here industrial
standards and demands are enforced and the client's responses
to these are the main concern of the work supervisor and the
staff., These industrial tasks are drawn from the general
repetoire of industrial activities goeing on in the main por-
tion of the Goodwill Industries sheltersd workshop.

(4) Social Situations: 1In addition to being observed on the simu-
lated work tasks and the actual work situation, cliemts be-
havior is also evaluated systematically in group settings.

These involve group work settings where individuals may work
together either on the same task or each on an individual task
and also during breaks and in the cafeteria. In these sattings
much spontaneocus interaction develops and it is often significant
in terms of the total evaluation to know to what extent and with
what degree of success the evaluees ara able to socialize.
Usually these observations have been made informally, but have
been recorded systematically on the client's record.

3. Training

(a) Goels: wWith many clients it was noted that in addition to their
handicap they lacked certain work attitudes and habits that were
necessary before on-the-job training or competitive smployment could
even be contemplated. To bring them to a level where beginning
entry to the occupational world could even be considered, a Personal
Adjustment - Work Adjustment Training Program was developed. This
program was recommended to the referring agencies as a next step
for the client in cases where the initial evaluation indicated that
it was necessary before training or placement could be recommended.
In other situations, on-the-job training was required, often for
skills that were relatively simple, and for which training was not
readily available in the community. In other instances, more pro-
longed on-the-job training was needed, but in an environment that
was more accepting of the clients physical or emotional limitations
than is usually the case in vocational or industrial training place-
ments. To answer these needs an on-the-job training program was also
organized as part of the vocational gvaluation unit.
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(b) Means of Training

(1)

(2)

Parsonsl adjustment - Work adjustment training program

Personsl adjustment - Work adjustment training has as its
objective mobilizing energies, building tolerances and work
habits for the stresses of work and competencise for the
selected activities that constitute work. The emphssis is

on the development of productivity and the factors which make
for a good worker; persistence, ability to 2bsorb pressures,
neatness, concentration, acceptance of requlations, inter-
personal relations, etc. Each client's program commences
with a permissive climate and gradually progresses to the
disciplined structured environmsnt commonly found in compe-
titive industry. The objectives are to promote personsal
adjustment to the general work setting and to help each client
reach ® point where he has the proper traits required of most
workers. Each client is expected to reach, eventually, the
point where his personal grooming, communications with other
people and his bshavior is acceptable by other pesople in
competitive industry.

As the clieni's personal adjustment improves, the occupa-

tional orientation is graduslly sharpened. To help the

client develop en image of a good worker, orgenize his efforts
and ensrgiss and acquire suitable work patterns. The Personal
adjustment - Work adjustment program is carried on in a pro-
gressively less permissive atmosphere. Gradually more structured
gtandards of quality and quantity are imposed. The Supervisor
after consultation with the Rehabilitation Director, gradually
introduces the kind of pressures that might be expected of one

in a competitive work situation.

The Supervisor notes progress and gubmits reports which cover
the general areas of the client's attitudes towerd work, the
steadiness of his work, his willingness to work and his output.
wWhaether or not the client would respond to pressure for in=
creased output and if he could tclerste the type of pressure
necessary is also covered in the reports. The quality of the
client's work is rated and a judgement made whether ar not
its quality can be improved under certain types of pressurs.
The client's physical and emotional tolerance for work are
svaluated as well as his self-concept as a worker. His re-
lation to co-workers and his reaction to various types of
supervision are observed and integrated with other informa-

tion.

On-the=-job Training - An extensive group of formalized on-the-
job training programs was developed within the Coodwill
Industries. These utilized the range of occcupations and
equipment available within the organization. Job descrip-
tions and training specifications were written for all these
programs. The occupations covered included such broad general
areas as commercial laundry, pressing and sewing, shoe repair,
radio and telesvision repair, small end large appliance repair,
furniture repair, sprey painting, stc.
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4, Placement

(2) Goals: Over the first 15 months of the Vocational Evalustion
Unit's existence the nature of the client population gradually
made it apparent that the program needsd its own Placement
Counsslor. Although many clients were refarred back to the
referring agencies, or hslped through the services of the
Division of Employment Security, an increasing core group re-
mained who looked toa the Vocational Evaluastion Unit for help
in returning to the world of work.

In addition, with even the best of intention, other placement
agencies are over-taxed by former mentel hospital graduates,
ex-prisoners, school drop~-outs, etc., and find it difficult to
give intense attention to such a wide spectrum of difficult j
cases. The experience of the local Vieterans Administration ;
Hospital and the local prison association indicates that a Place-
ment man devoted to the particular interest of his own special=-
ized group is a virtual "must" for a project to function adequately.
The time required to develop programs and placements for the
difficult cases is long. Thus a placenent man was hired in July
1963. His two major functions were to devalop training place-
ments in business and industry for clients of the program, and

to coordinate his efforts with other programs, particularly the
state employment ssrvice,

S. Counseling

(2) Gosls: The.goal of both individual and group counseling has been
to help the clients work through some of the.r feelings about
themselves in their new, or often long vacated role as a worker

_and to become more effective in resuming their place in the world
of work.

(b) Meens of Counseling

(1) Individual counseling: Once a week during the client's stay
in the evaluation or personal-work adjustment phase of the
project he is ssen by & staff member, either the Project
Director or the Social Worker, for .is weekly counseling
sessiaon. The client's reactions to the project are explored
and his behavior in relation to supervisors and co-workers
is discussed. In addition concrete reports and observations
from other staff members are considered. These include ability
to increase output rates and improve quality, violation of work
rules, or other inappropriate bshavior which would be considered
a barrier to employment.

€2) Graup counseling:s Weekly group counseling sessions are also
held. Clients are encouraged to express their feelings about
work in concrete terms. In addition, such specific issues
as appropriate behavior during job interviews, filling out
of employment applications and completing tax forms are dis-
cussed. At times role playing is used in these counseling
- sessions.
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6. College Student Training Program

Springfield College has been interssted Ln the wvocational evaluation
unit since its inception. Plans were devaloped and have been carried
out which allow graduate students in the Vocational Rehabilitation
Counsaling Program to participate in the project as part of their
experience requirements. Tha furictions of and rasponsibility for
each experience program have bsen defined,

Three different experisences in rehabilitation settings are required:of
all graduate students in the Rahabilitation Program at Springfield
Coliege, They are, 1) field work, 2) practicum, and 3) internship.,

The functions associsted with sach are described below. An important
feature of these practical experiences in spplied counseling is the
constant evaluation provided by the professionally trained supetrvisor.
Tape recordings, critique sessions, and written reports are some of the
techniques used to make the counseling student aware of his progress and
inereasing competency.

FIELD WORK. The initial experience is called FIELD WORK. Its purpose 1is
ta provide an overview of the counselor's role in a variety of settings.
Enphasis is on abservation and evaluation. During the spring of the fifth
year esach student is given an opportunity to observe exparienced counselors
in five different agencies and to carry out some of the preliminary pro-
cadures in working with clients. In addition to spending twn full days
with each agency, students are expected to attend seminars and to prepare

@ paper pertaining to some major aspect of the agency visited. The

paper is sssentially a description of the student's own reactions to what
he has observed. :

Field work is not intended to be a pasgive experience. It is o time when
the student, equipped with knowledge of sone of the basic concepts in
rehabilitation, should be able to make an assessment of centars devoted

to the disabled., Participation should reflect the rudiments of profes=
sional maturity exemplified by, 1) a willingness to sustein judgement
until sufficient data are collected, 2) an accepting, but inguiring
attitude toward the unknown, and 3) a challenging, but creative mind which
is able to recognize and utilize the pusitive aspects of a situation and

: to consider improvements of those factors which are less tham optimal.

1. The students have the following designated responsibilitisz to become
knowledgable about :

(2) The nature of the setting.

(b) Characteristics of the cliert population,
(c) The kinds of treatment offerad

(d) The nature of discharge planning

(e) The nature of in-service training

(f) Research anc publications
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2. Through participation in the bi-weekly saninars, to integrate the
knowledge about the setting in a meaningful way so as to lead to i
the Formulation of further questions and/or to generste hypothese:s

. about some aspact of the program,

3. To write a briaf paper sbout the setting demonstrating an understand~
ing of its function es 8 rehabilitationm facility and incorporating
the questions end/or hyputheses referred to above.

PRACTICUM. During the fall and/or winter of the sixth year the student
spends four to eight hours & day par wesk in a Counseling Center ag
PRACTICUM. This is closely supervissd pxperience directed toward the
acquisition of competency in such counseling techniques as interviewlng,
testing, case evaluation, gathering of meclicnl informetion, ete. 1In 1
additlon, the ethical issues of counselpr furctioning will be examined
with respect to confidentiality, referrals, and aceceptence of clients, *'

Designated responsibilitiess

1. To gain proficisncy in abstracting information from records and in
writing a meaningful summary of it For use in ounseling. 1

2, Whenever eppropriats, te gain proficiency in consulting other agencies
or personnel to whan the client is knom for sdditional background in-
formation,

3¢ To,gain proficiency in doing initial vocational intake interviews with
clients for the purpose of determining their needs with respsect to
future evaluative counseling, and placement activities.

4. To gain proficiency as a voeatinnal psychometrist through the adminig-
tration of batteries of vocational tests.

S. To gain proficisncy in consulting with work supervisars and/or amployers
in order to evaluate potential work sebtings in terms of their suit-
abllity for plecement of the client. |

"na

6+ To gain proficisncy in writing a final report which integrates the
results of all of the parts of the evaluation.

7+ Depending upon the metting

8+ to gain proficiency in communicating the results of an evaluati.on
to the client,

be to practice shorbt~term supportive counseling techniques through
a geries of wn-gping Loterviews with one or two carefully selected
clients.

B. In addition to duties directly involving clients, the student is mx-
pected to atterw! conferences, held in the settiing during the time he
or she . is there, which are considered to be relevent to his or her
current stage of' training.
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INTERNSHIP. A supervised INTERNSHIP is arranged during the Spring
of the sixth year. A ten-uweek, full-time experience in @& rehabilitetion
facility, is designed to provide an opportunity for the student to dee
monstrate and perfect his competency in all mspects of rehabilitation
counseling under the supervision of an experienced rehabilitation caun-
selor. Students are asked to prepare case presentations concerning
clients with whom they are actively working.

The selection of an internship setting is looked upon as a highly indi-
vidualized matter which must take into consideration the student's
personal interests, his skills and wealknesses, along with the noeds of
the community and the resporisibilities which the rehabilitation counselor
must be prepared to meet in the future. 1t is meant to be an intensive
confrontation with the demends of an agency, the problems of clients end
the boundaries of nne's own personality.

In addition to maintaining the responsibilities enumerated with the
Practicum, students in internship will be expected

1. to acquire proficiency in formulating a comprehensive rehabilitation
program with the client.

2. to acquire proficisncy in making approprimte referrals in behalf of
the client, |

3. to acquire proficiency in promoting placament opportunities,

4, to acquire proficiency in conducting follow-up programns,

5. to demonstrate appreciation of the ethicél aspects of their profession.

6. to demonstrate increased awareness of their limitafions and abilities
in fulfilling the role of a rehabilitation counsaslor.

7. using payshological principles end techniques, to demonstrate -an under-
standing of the motivational aspscts of clients as influenced by disability,

8+ to coordinate the rehabilitation coumseling activities with those af the
sponsoring organization by team participation, report writing, consulta-
tion and mutuml work on particular projects.

9. to share the responsibility for providing a learning axperience for
other students through seminar participation,

e W
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I111. PROGAAM TECHNIQUES

A. Techniqués Used
1. Simulated Work Tasks

(a) Historyt Basic to the svaluation of the client's vocational
potential, a series of sample job situstions have been de-
velopad. These follew the models provided by the Towsr
Systen of the Institute for thp Crippled and Jisabled, as
well as by the Goodwill Industries of America. However,
as the vocational evaluation unit has developed, it has
become apparent that the severity of the clients! handicaps
as well as frequent intellectual deficits required modifi-
cation of previous procedures in the direction of greater
reliance on verbal instructions, emphasis on instructions
by demonstration, and increased importance of face validity
of the tasks, Currently the vocational evaluation unit
operates a number of testing stations designed to evaluate
the abilities needed for mechanical assembly operations,
clerical tasks, office procedures and other skills,

(b) Objective: The objective of the simulated work tasks is to 7
provide a reasonably standardized testing situation for a :
variety of skills. In practice the administration of the
various tasks has developed a ¢linical aspsct, as instruc-
tions have had to be modified, demonstrations have been
extended, and other changes have had to be made to accommo-
date tha variety and severity of handicaps.

(c) motivation: Reliance for tho motivation of the client
during the administration of the work sample tasks has been
placed on standardized instructions, supervision by the
work evaluation foreman, infuoming the client of the produc-
tion or norn expected on the task, and on the innate moti-
vating powser assumed to reside in the test situation itself.
During Lthe existence of the svaluation unit it was realized
that thess assumptions were owpen to serious questions, and
actual work tasks were incremsingly introduced.

. (d) Instruckion: As previously indicated, standardized instruc-
] tions were developed, but were frequently departed from in
: order tin deal with clients with severe, multiple and intel-
lectuwal handicapsie However, the staff in all cases was
instruckted in the importance of adhering to standard pro-
cedures as much as passible in order to maintain a reason-
ably common basis for comparisons.
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(e) Scoring. A system af percentile scores was developed based on
. {ndustriel time study nomenclaturs. A parformance of 100% in=-
dicates the achievenent of an industrial norm.

(f) Norms. Because of the severe handicaps of the client population,
norms based on their performance were considersd inappropriate.
Norms were developed using the performance of non-handicapped
Goadwill employees as a basis. Some of these employess had prior
industrial expsrience while others had mnot. A rate of 100% can
thus be considered a beginning industrial rate. A client achieving
this level consistently would ba considered ready to attempt appli-
cation for competitiuves employment, provided that personal and work
ad justment had also rreached adequate levels.

(9) Validation. Due to i:he divergence of the client population in terms
of severity and type of disability, as wsll as the wide variety of
ultimate placemants, it was extremely difficult to secure a control-
led group for the purpose of furmal validation. Follow-up investi-
gations have indicatid that the reperts provided by the vocational
evaluation unit have been substantiated by the final autcome of many
of the cases. A setond area of concern was the development of tasks
with face validity im order to increase motivation end maintain client
interest. Industrial parts, such -as fence hinges, drewn from the
Goodwill Industries sub-contract activitles were utilized in develap-
ing tasks of good fazse validity.

(h) After the client has completed the simulated work tasks, decisions
are made reletive to his capacity to meet certain industrial norms.
In addition, gualitative behavior is. evalueted on scales which are
patterned largely af’ter the Chicago Jewish Vocational Service Employ-
gbility Rating Scals. Such factors as attitudes toward work, ability
to mobilizs energy, cuality of vork, selF-cancept, etc., are noted.
These factaors plus wther information obtained by steff personnel per-
taining to overall determination of employability by work foremen,
are combined ta offer a diagnostic evaluation of the client.

(i) Description. The fullowing pages contain the descriptions, objec-
tives, instructions and scoring procedures for the variocus tasks.
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TASK Al SCREW SORTING

%%E%O_g: Tagk consists of a tray divided into 12 seotioms, each
geotion indexed by a particular size sorew. There are 1,728 gorews

of 3 types, and 4 lengths in each type. & tray 15 x 18 to hold
sorews when thoroughly mixed at beginning of task,

0) ¢ Sort the screws into type snd sizes as rapidly as possible,
sures ability to use discretion by size, shape, and colore

INSTRUCTIONS: "We have 3 types_of scréws in this task; chrome oval-
ead, blued roundhead, and steel flathead, Each type has 4 different
gsizes with 1/4 inch difference between, You are to sort these into

_this tray by their respective sizes. The fastest way to do this is

to pick up the most obvious size into your hand and then compare one
with the index rule from the section and then place all in this sec-
tion. Continue in this matter until all the sorews are sorted. The

norm for this task is 75 minutes in time and you are allowed 17 errors.
After this, errors are counted one for each two mistakes. Are ther¥
any questions? If not, you may start now,

SCORING: s 4 - &L - 8
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TASK Al

INSTRUCTIONS FOR SORTING BY TYPE: "In this tray we have approximately

1728 scfews. They are made up of 3 types; oval head, round head
and flat head. Can you distinguish the difference? (There are 4
Alfferent lensths for each type of head.) For the time being I

'qant you to separate thess by type only. We have a tray divided
nto twelve sections) in the two sections on the left, want you

to place all the oval heads; the center 2, all the round heads; and
the 2 on the right, all the flat heads,

INSTRUCTIONS FOR SORTING BY SIZE AFTER IYPE SORTING: "“Now we will

place all of the oval head screws in the tray and you will find

the first 4 sections on the left are indexed by a socrew of the right
size. The lower right hand cormer is 1 inch, the upper riﬁht han
corner is 1 1/4 inch, the lower left hand corner 1 1/2 inch, the
upper left hand cormer for 1 3/4 inch. Do you understand? If so,

you can start sorting now.®

The other 2 types of screws, the instructionsare the same and scoring
will also be the samey
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TASK A2 INDUSTRIAL WRAY WORK (MARBLES)

ESCRIPTTON: Task consists of a bin divided into 6 sections con-
taining 6 different colors of marbles. & rack containing 12 trays,

ocounter board to nest 144 marbles per tray. A box that is 1k x 24
to £111 trays in and unload marbles into at end of assembly for re-

sorting.

OBJECT: Simulating industrial tray work involving svecific direc-
tions of placing objects in tray.

INSTRUCTIONS: "We have 12 trays herein this rack and 6 different
colored marbles, You are to place 2 r ows of each color in the

tray like this. (demonstrate) The norm for this task to fill
the tray is 22 minutes. Are there any questions?®

Directions for Unloading: "If you empty the trays with the colors
the same as the relation to the bins the marbles will tend to ga=-
ther by colors, thus making it easler to sort back into the bin.
(demonstrate) You will empty all the trays, then procede to sort
by colors back into the bin., You may start now.”

SCORING: F11 22 . 4
T
Unload 115
* e g

.
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TASK A3 EYELET SORTING

DESCRIPTION: Task consists of a tray 10 x 12 in which are placed
approximately 2500 colored eyelets. There are 10 colors which
are to be sorted into 10 individual plastic containers by their
color.

OBJECT: Sort colors as rapidly as possible., Fine pick and pinch
dexterity is being tested as well as color discrimination. It
has been found that this task gives a good indication of at least
one form of color blindness. One case was unable to distinguish
between red and brown; another case unable to distinguish between
green and blue.

INSTRUCTIONS: "In this task we have 10 various colored eyelets
which are to be sorted into the individual containers. The fastest
way to accomplish this 1s by picking out the most obvious.color as
you see them, If you pick them up into your hand, then place them
in the container, you have a better control of accuracy. The norm
for this task is 52 minutes. Are there any questions? If not, you
may start now,"

SCORING ¢ 52
T

Accuracy is only noted when extreme number of errors
are present.

%
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TASK A4 B.B., BOARD

DESCRIPTION: Task consists of a board drilled to nest B.B. shot,.
Approximately 1300 b.b's are used to complete the task. Tweezers
for placing of shot,

OBJECT: Tests ability to use tweezers for picking and placling
small objects. Shows ability to pinch and concentrate on close
work, Involves eye-hand coordination with an increasing muscle
fatigue factor, testing persistence in work, despite physical
disconfort.

INSTRUCTIONS: "For thils task we have B. B.'s which are to be
placed in the holes with these tweezers. With the rizght hand

(left hand) you will work from left (right) to right (left)

f1lling each hole., After the first line is filled you will
continue t0 the second in the same manner. Continue down the

board without skipping any holes. When you have finished notify

me., The norm for this task is 40 minutes. Are there any questions?
If not, start now."”

Upon completion, client is asked to remove B. B.'s (untimed)
SCORING: Scoring 1s on the percentage basis.
Z = 40
T




TASK A= Pin ARD

NmSCRTPTION: Tesk consiste of e Zoard drillec¢ to hold 250
/ pess escutcheon pine and 250 common pins. A sihallow pen,
200 5/8" brass escutchaon pine end 300 common pins.

02J2CTP: Test ability to nick and ninch fine objecte. Involves
sye=hend coordination with minor miscle fatisue factor,.

TNSTRUCTIONS: "This tesk consists of two tyves ol pins which
you are to blace in the boaraq. Stert with the brass pins and
work from left (ri~ht) to ri-ht (left) with ri-ht (1=ft) hand
only. Coiplete the first row scross then the second¢ in same
manner snd so on until you reachk the center of the .board. Here
you find sualler holes which you £111 with the common pin In

the same menner as sbove, “he norm is 30 min,. with either hand.
Ars therc any questions? If not, start now and renort to me &s
soon as you finish,"

Directions for disassermbly: Upon completion client 1s asked to
remove by tippiny boerd unside down over pan then removing rest
by hané, (untined)

SCORINGS Seorins is on & percantage besis & = %g

30
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TASK Af)  HARDWARE SORTING

DESCRIPTION: Task consists of 2318 pieces--from assorted nuts,

bolts, washers, nails and other hardware accessories. At the
start of the task, accessories are mixed in a tray, 15% inches
by 24 inches. They are sorted into a box that is sectioned in-
to compartments with a cover contalning holes aligned with the
sections. The holes are indexed with sample items which are to
be placed in each hole,

Tests dexterity of fingers for plicking up fine objects and dis-
crimination by color and size in fine objects in relation to
gross objects.

OBJECT: To sort the parts as rapidly and as accurately as possi-
ble into the respective sections.

INSTRUCTIONS: "In this tray we have various types of hardware which
are to be sorted into the holes of this box. The best way to app-
roach this task is to gather up as rapidly as possible the most ob-
vious pieces rather than hunt for any ome object. You will notice
these larger pleces.of wood are more obvious than others of this
kind and can be gathered into your hand and placed in the box.

You will continue picking up as you go along until all pieces are
completely sorted. Twenty-five errors are allowed, Errors made -
after this will count heavily against your score, The time to do
thlsatask should not be longer than 90 minutes. You may start

now,

SCOBRING: Secoring is weighed 25 per cent ef the time and 75 per

cent for accuracy. After 25 has been deducted from total errors,
the remaining errors are multiplied by .22, The result is sub-
tracted from .75. The constant for time is 2.25

2'.‘T25 + .75 - E X .22




TASK Bl 2 PIECE ASSEMBLY (bottle caps)

ON: Task consists of a box divided into 3 sectiomns, the
left hand section containing covers and the right hand section con-
taining caps. Back of these 2 seotions there is one large sectlon
for placing completed cover and cap. There are 200 black and
white plastic dispenser covers with caps.

OBJECT: Assemble caps on covers as rapidly as possible. Testing
pinch, twist action of pincher ringers.

INSTRUCTIONS: "You are to assemble caps on covers placing black
oaps on black covers, white caps on white covers. Do not twist
on too tightly as they lock and it 1s difficult to vemove later.
The time to assemble is 15 minutes. Are there any questions?

1f not, you may start now."

f Instructions for disassembly: "Now you will remove the caps from
i the covers, placing them back in the individual sectionms of the

box."
SCORING: Assembly %?, - %
( D1 b1 -
:) sassembly .% - %

SOV ey T ML B IR, Dk, SIS TATEURTRRTAN S M v




TASK B2 ? PIECE ASSEMELY (flashlights)

DESCRIPTION: Task consists of a box 24 x 30 with the back half
raised to form a step. Cover is fitted with holes to hold the
disassembled flashlights. Wooden cylinders are used to simulate
batteries. There are 24 standard 7 plece flashlights.

OBJECT: Assemble flashlights, properly threading caps and heads,
as rapidly as possible., Testing grip and twist and motion of
both hands.

INSTRUCTIONS: "These standard flashlights are to be assembled
and you will start by placing bulb in the head, glass down. Then
place bulb cover into socket and thread tight. This head is then
placed on the end of the barrel nearest the red button, placed in
form until threads start, then continue until tightly threaded.
You will place 2 of these simulated batteries in the barrel, then
place the cap on this and place cap in tightly then start threads.
Check both ends to be sure they are tightly threaded, then place
in the rack and continue to the nearest one. Time on assembling
the flashlights is 12 minutes. Are there any questions? If not,
you may start now."

Disassembly instructions: %To disassemble is the reverse proce-
dure of assembly. First you remove the caps, then the batteries,
then the head plastic bulb cover and bulb, replacing all parts
back in rack as they were before. The norm for disassembly is

7 minutes.

SCCRING: Assembly P4

%

iz

T
Disassembly 2
T
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Shoe Bag Assembly (Light Manual, 11 piece assembly)

DESCRIPTION: Task consists of 100 doll shoe bags, 200 shoes of each of the four
colors, cardboards, and rubber bands. The shoes are in four trays placed in the
same relative position they will be in the bags. Task is performed sitting down.

OBJECT: To test dexterity, neatness of work, ability to follow instructions, and
maintain a continuous sequence of pattern.

ASSEMBLY INSTRUCTIONS: "Place shoe bag on two cardboards and place rubber band
around to hold together. Insert two shoes of each color in the cerrect pockets
as we have in this pattern. Place the completed assembly in box. The time for
assembly is 70 minutes. Are there any questions? If not, you may start.”

DISASSEMBLY INSTRUCTIONS: "Take assembled shoe bags from box, remove shoes and

place in proper trays, remove rubber band and cardboards, put all parts in tray
neatly. The time for disassembly is 20 minutes. Are there any questions? If

not, you may start now."

SCORING:
Assembly - %no- Disassembly - 12!9-
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Motorcycle Assembly  (Light Mechanical Assembly)

DESCRIPTION: Task consists of 48 toy motorcycle assemblies, each broken down
Thto two sides, two wheels, and a nut and a bolt., One side has a rider's hezad,
the other side doesn't.

OBJECT: To test client's ability to do simple routine assembly work and use of
screwdriver.,

ASSEMBLY INSTRUCTIONS: “Take a side plece, with a head and place two wheels into

position ss shown, place side piece without head on top of these, put bolt through
hole, and turn on nut. Tighten bolt with screwdriver and place finished assembly

on bench. The time for the task is 35 minutes. Are there any questions? If not,
you may start now."

DISASSEMBLY INSTRUCTIONS: "Pick up assembly, remove nut and bolt, and put into
container. FPlace wheels into container and stack the two sides on table in
separate piles. The time to disassemble is 20 minutes. Are there any questions?
If not, you may start now."

SCORING Assembly - %2

Disassembly - 20
&
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Arbor Assembly (Medium Mechanical Assemdly)

DESCRIPTION: This task is composed of 50 arbor bodies, with washer, nuts and set
screws to match. These parts are in a compartmented tray in the order in which
they are assembled. This task can be performed either sitting or standing at
proper height table.

OBJECT: To test mechanical dexterity and to assemble a complete unit in a prescribed
sequence.

ASSEMBLY INSTRUCTIONS: "Take the arbor body from its compartment, insert two set
screws, with the screwdriver slots out, in threaded side holes. Next place two
washers on threaded end of arbor, turn on nut until it is flush with end of arbor.
Place assembly in proper compartment. The time for the task is fifteen minutes.
Are there any questions? If not, you may start.”

DISASSEMBLY INSTRUCTIONS: “Take assembly from compartment, spin off nut into proper
compartment, slide off washers into compartment, remove set screws, put into come
partment, then place arbor bedy in last compartment. The time for this task is
seven minutes. Are there any questions? If not, you may start now.”

SCORING s

Assembly - % Disassembly - %
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Bolt Board (Medinm Mechanical Assembly)

DESGRIPTION: Task consists of a board with 12 various size holes to fit various
types of bolts with wrenches and screwdriver. Bolts are washered properly at
commencing of tasks

OBJECT: With the use of various size wrenches, remove the bolts, observing
position, so they can be returned to théir respective position in the board.

INSTRUCTIONS - DISASSEMBLY: ‘*We have 12 various sizes and types of bolts., I

want you to remove all the bolts and place them in the tray. Keep in mind that
you will have to replace these in the same order, placing washer on bolt as
removed. The time to disassemble is 5 minutes. Are there any questions? If not,
you may start now."

ASSEMBLY INSTRUCTIONS: ‘Replace the bolts in proper holes with washers in

correct sequence. Remember a smaller bolt will go in a larger hole but the

larger bolt will not go in a smaller hole, the flat head bolts go into the counter-
sunk holes, etc. I suggest that when replacing the bolts, you put them back
finger tight until you are sure they are correct, then tighten with wrenches.

The time to assemble is 8 minutes. Are there any questions? If not you may

start now.”

SCORING: Disassembly %
Assembly 8
T
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HEAVY ASSEMSLY (Pipe Fitting)

DESCRIPTION: Task consists of shower head, various length pipe and fittings, which
are to be assembled by use of a diagram. Fittings consists of 2 90 degree elbows,
one Union, one T, and one faucet. One 14 inch, one 10 inch, one 8 inch, and one

# inch pipe is used to connect up the assembly. A yardstick, a pipe vise, and

1% inch stillson wrench is used for the assembly.

OBJECT: To test the person's ability to use adjustable wrenches and follow
a schematic diagram for more gross work,

ASSEMBLY INSTRUCTIONS: *Tn this task we have a number of pipe fittings and
lengths of pipe which we want assembled according to this diagram. You start
with the shower head, then a 4 inch nipple, a 90 degree angle, 10 inch pipe,
another 90 degree angle, 8 inch pipe, the union, 14 inch pipe, and a T with the
faucet out to the 90 degree side of the T. Tighten everything wrench tight but
do not force. The time for assembly for this is 5 minutes., Are there any
questions? If not, you may start now."

DISASSEMBLY INSTRUCTIONS: "Take it apart and put 4t back as you found it.
The norm for this is 3 minutes.

SCORING: Assembly = %

Disassembly - %
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Gate Hinge Assembly (Heavy Assembly)

O

DESCRIPTION: Task consists of parts to make fence gate hinges; bodies, arms, set
screws, hinge pins, cotter pins, two size U bolts, two size nuts, and containers
for each. Task is done in a standing position.

OBJECT: To measure the ability to observe and retain the positions of certain
concrete elements so as to replace in total seembly. Also, to assemble and
disassemble accurately and as rapidly as possible.

ASSEMBLY INSTRUCTIONS: “Take a hinge body, place on board so that threaded hole
is toward you, insert set screw with screwdriver slot out. Place hinge arm in
position on board, insert hinge pin up through these parts and insert cotter pin.
Take a large U bolt, 4insert in body 2nd turn on two nuts. Take two small ' bolts
and insert in arm as shown, turn on four nuts. Place finished assewbly on table.
The time for this assembly is 40 minutes. Are there any questions? If not, you
may start now." '

_f DISASSEMBLY INSTRUCTIONS: "Take finished assembly from table, place it on the

‘ :) board, remove nuts and U bolts and place in trays. Remove cotter pin, hinge pin,
( and set screw and place in trays. Set body snd arm in line on table. Time for
disassembly is 21 minutes. Are there any guestions? If not, you may start now."

SCORING 3 Assembly - uag

Disassembly - 21
T




TASK C3 LIGHT PACKAGING (Glasses Frame)

DESCRIPTION: Task consists of 200 palr of eye glasses in 2 sec-
tioned boxes containing 100 pair of glasses in each box. Two bo-
xes containing small boxes are used to pack glasses into. There
1s a supply of wrapping tissue. There is one empty box to pack
completed packages into.

OBJECT: To wrap as neatly and package as rapidly as possible,
Testing speed and ability in handling small objects. '

INSTRUCTIONS: "We have 200 palr of eye glasses which wWe must
Wrap in this mamner. (demonstrate) Place glasses across one h
corner, fold in 3 cormers, and roll up. Place in small box, ;
close cover, and package in larger box. Continue in this man- i
ner until all of the glasses have been packaged and then notify
foreman. The norm for this is 40 minutes. Are there any ques-
tions? If not, you may start now,"

DIRECTIONSFOR UNPACKAGING: "Glasses will be removed from the
small box, papers removed and smoothed out and glasses res tored
to sectigned box as you found them. The norm for this 1is 35
mninutes.

SCORING: Packing 40
T

%

Unpacking %5,

"
R
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INSPECTION WORK (RULER AND COMPASS)

DESCRIPTION: Task consists of 15 problems in which distances are measured to a
Tolerance of 1/16 of an inch. The fint 11 problems are simple straight 1ine.
measurements. The last 4 consist of a square, a rectangle, a triangle, and a
circle which have two or three indicated points between which the distance 1s to
be measured. :

OBJECT: To test client's ability to read a ruler using close tolerances.

INSTRUCTIONS: "In this task we have a series of line anddistances between points
which you are to measure. Be careful to measure each line from vertical point to
vertical point and record the answer in the space provided. In the figures the
distance between 2 and b is measured and recorded in the space provided; then

measure between 2 and ¢ and ete. This test is based on your accuracy so make all
measurements carefully. The time for this task is 6 minutes. Are there any questions?
If not, you may start now." | '

SCORING 3 l"é + 75 = no, of aerrors x 3.75

3 allow 1/16 of an inch plus or minus in the answers.
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TASK E2 VISUAL INSPECTION

Description: Task consists of 35 unnumbared neme plates and 50 name
plates numbered in a series, 301-350, Certain errors have been made
in these plates by scratching out the center of some of the "rts",
for the purpose of testing abllity to find visible errors,

Object: To separate right plates from wrong plates by use of visien,
and record on answer sheet,

Instructions: "The unnumbered plates are to be sorted inte two piles,
right and wrong; then counted and recorded on answer sheet, The num=-
bered plates are firast arranged in numerical order then visuelly
checked for errors, recording on answer sheet with & check merk for
each number, The norm time for this task is 10 minutes, If there are
no questions, you may start now,"

Scoring: 245 $ 75 - 5 X no., of errors

Aruitoxt provided by Eic:
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TASK E=3 S.ALL PARTS CAUCND

DISCRIPTION: Task consists of 200 Hex nuts with 2 thresac to
the Inch and 200 Hex nuts with 2L, thread to the inch. A box
divided in threce sections, 2 lar-c area for the mixed nuts and
2 smaller sections for the two sizas after insnection. A gaure,
which 13 a bolt of either size thraed., Tssk cen be usad either
sittinrs or standing at tabls of czuitahle heirht, '

ORJ¥CT: To sepsrste nuts by size as repidly as possible with the
afc of a rouse, liessures mocarately croses plek end twist ability.
Simole two cholece deserimination.

THESTRUCTTICNS s "We have 1100 nuts here thet have twe sizes of
thread. I want you to separate the, by ueins thls zeure, into
£o and no=ro boxes., Be sure you place them in the rirht box
after you deteruine it it i1s ~o or no-~o. Are there sny ques-
tions? If not, you may start now.,"

CEECKIIG: The accuracy mey be checked sfter task is complete by

visual Inspection. Errors are separatec from the two boxes and

total count is used in scoring.

SCCRINZ s Norm is 26 min.
Score =13 + 50 - %
Time 2




TASK ES MICROMETER TEST

Description: This task consists of 50 assorted taps and micrometer
for measuring teps. An answer sheet for recording sizes,

Object: To msasure taps and record readings on answer sheet with the
use of a micromster,

Instructions: The client may need to be taught the use of the micro-
meter and how to correctly read the findings, -

"You willmeasure these taps with the micrometer and write the sizes
in columns provided on this answer sheet. You are allowed a tole~
rance of ,005 of an inch plus or minus on each answer 80 be sure you
read the micrometer accurately, If there are no questions, you may
start now,"

Seerings Scoring 1s accuracy only - 100 - § x errors

Q o
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Geometric Problem

DESCRIPTION: Task consists of ¢ problems in which client must make geometric
figures as instructed on sheet furnished client.

OBJECT: To test client's ability to use ruler and compass and to follow written
and verbal instruction. i

INSTRUCTIONS: *“In this task you will draw several lines of different lengths,
a square, a circle, and a triangle according to the directions printed on this 4
sheet. This test is based on your accuracy so make all lines carefully. The norm
for thls task is 15 minutes. Are there any questions? If not, you may start now."

SCORING:
3 ——es Ti?né + 75 - errors x 5




TASK Fl COLLATING

¢ Task consists of 100 pages of 5 colors of paper
made up into a book containing 10 pages of alternating colors.

OBJECT: To make 50 books, 10 pages in each with alternating
cnlors, as rapidly as poessible. :

INSTRUCTIONS: “Place paper in 10 piles, 5 different colors, 2
piles of each color, one plle containing one color. They will

be laid out in the following order: Yellow, White, pink, green,
blue, yellow, white, pink, green, and blue. FPick up omne page of

- each color until you have ten pages of altermating colors,

Place the book of colors in a pile, criss-crossing the books,
Continue until you have 50 books or until all the papers are gone.
After I check your work you will take the books apart and place
them in piles of one color as they were when you .started. They
must be in the same order as before or as you picked them upe.
When you finish you will have ten piles of 5 different colors,

2 of each color alternated. There should be no errors in this
task, You may start now,*

Note: If testing for standing or walking tolerance, this task
can be used placing papers in 50 groups, 10 in a row, 4 rows
to a table, (8 feet long, 4 feet wide) and one row on the next
table, Continue distributing each color until a book of 10 pa~-
ges of alternating colors is completed. On completion of this
task a person ias walked approximately 500 feet. Papers are
picked up in a reverse manner completing approximately another
500 feet giving a total of approximately 100 feet for the entire

task.




TELEPHONE BOOK TEST

DESCRIPTION: This task consists of 50 names and addresses taken from the Springfield

elephone Directory. These include the several different towns found in the
Directory.

OBJECTs  To look up 2nd record correctly phone numbers for the 50 names.

INSTRUCTIONS: "In this test we have 50 names which you will laok up in the phone
book and record the correct phone numbers in the place provided. You will notice
that some names are listed last names first, the way they are found in the phone
book, while other names are first names first; therefore, you & ould check each

one carefully to be sure you are using the last name.. Some names are not listed

at all. All companies are listed in the phone book as they are found in this list,
as names of companies are not divided as personal names. You may use the classified
section for businesses if you so desire or they can be found in the white pages.

Be sure to check the addresses of each name in order to look up the number under

the right toun. The time for this task is 50 minutes. Are there any questions?

If not, you may start now."

555229&25 %ﬁ + 50 - number of errors

s
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Mail Sorting

DESCRIPTION: Task consists of a mailbox type rack partitioned off into sections
which are alphabetically indexed, plus 12 sections are labeled for individual
companies or organizations. A collection of 200 envelopes addressed to simulate
a usual bundle of mail are in a letter box to be sorted.

~

OBJECT: Task is designed to check ability to separate letters by use of alphabet
and also tests ability to retain and follow precise instructions.

INSTRUCTIONS: "On this mailrack there are slots labeled alphabetically and there f
are slots labeied for individuwal companies or organizations. There are 200 letters ;
in this task which you are to place in this mail rack in the proper slots. All
personal names are to be sorted by first letter of the last name. All business
letters are to be sorted by first letter of company name. If there are any company
slots empty at the completion of the task; look in the alphabetical rack containlng
letter of first name of missing companies. This should take 10 minutes to sort.
Are there any questions? If not, you may start now."

" SCORING : %g + 90 - 4,5 x errors

P




TASK F 9 NAMES AND NUMBERS

Description: This task consists of 100 names and numbers that
are to be corrected by using a master copy.

s Object: To correct all the errors so that your sheet will be
the same as the master copy.

Instructions: "In this test there are 100 names and numbers,
Here 1s a master copy to compare this copy with. Do not write
on the master copy. In your copy, if there is an error make

a check where the error is and also check the number in the
margin. There may be more than one error in each one, If so,
check all errors. This 13 graded on accuracy and each error |
counts 24 points, Work fast and accurately., Notify foreman ;
when you are finished, If there are no questions, you may ;
start now."

Scoring: 100 = (é;rors X 2.5 )

Aruitoxt provided by Eic:

d

ERIC
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TASK F 10 PROOFRSADING TEST

DESCRIBTICH: Task consists of a typewritten page with
miscellaneous errors,

OBJECT: To measure ability of the client to locate errors
Pt . [4
in spelling and nunctuation,

INSTRVCTICONS: "This page, copled froma book, has several
errors in spelling and punctuation. Eaeh time you find
ar errcr, cross out trhe word that has the error in it,
Accuracy ls as important as speed in this test, so be
careful to find all the errors. This test should take
ten minutes. Are there any questions? If not, you may
begino

SCCRING: 50

= + 50 - (E x 5)

[
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ELECTRICAL COMPONENT TESTING:

DESCRIPTION: This task consist of 50 odd electrical components mounted on a
board mounted to a table at a 45° angle so that they may be easily seen. .
Incorporated on this board is a 110 volt series tester. '

OBJECTIVE: The purpose of this task is to further evaluate clients in the

electrical field. There are some types of components mounted on this board that
1 should not be tested with a series tester such as a condensor or resistor. These
parts should be tested on a special tester made for that purpose.

INSTRUCTIONS: There are 50 assorted electrical components mounted on this board.
There is a 110 volt series tester also mounted here. You are to test the con-
tinuity of each component that you can. Some components should not be tested
with a series tester. When you come to one of these you will mark an x in the
unimown column on this paper. The rest you will either mark good or bad. There
are 63 possible tests. You will be graded according to accuracy.

SCORING: 100 minus errors times 3
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TASK H 8 SEWING MACHINE TEST

DESCRIPTION: Task consists of power sewing machine and
five letter~size paper patterns. These patterns are in
various shapes.

OBJECT: To test ability to follow patterns with machine,
and to see if client can follow simple instructions on
how to operate the machine,

INSTRUCTIONS : Insert this page into the machine as if
it were a piece of cloth to be stitched. Stitch up and
down the paper, following the lines so that the needle
will punch a row of holes along the lines, When this
sheet is finished, do each of the others in the same
manner. Each time you go more than 1/8" off the line,
it is deducted for your score. Are there any questions?
If not, you may start.

SCORING: Elfl.‘rf’_r.i %

22

T NP e s g

-

4
- "
LIRS




N A e

2. Actual Work Tasks

(a) History

As previously indicated, the Bpwingfield F GdWJll induouy inl
was providing the masaachusuth Rehavilitetion Commission it
g number of on-tha-job training and “hnltcrad warkshen plage-
ment opportunities pricr to the establishment of the wvecatione.
evaluation unit, Thus the use of actual work situaticns that
saerved an gyaluatlive function had heen sstablished in this .2
ting since bafore the beginnimg of the project. As ewseoricac:
with simulated work tasks acoumalated it besecame apparest that
althowgh thase tasks are hetter standsrdized thanm many of cha
actual work situaltioms aveilabhle e Goodwill, it would ado s
meaningful dimension to the evaluation teo also provide = nurinr
of what became knawn as actual oo “liva" work.

The simulated worth tasks were seen to have segveral shoricomning.
The clients soon found out that thewe tasks were talien apart,
that the next client could do then over again. The tasks we:i:
not part of an actual production process, in which the final
praduct moved on to become part of a commercial enterprise. £1.
the concaept of mometary reward had not been built into the pro-
ject as a consistent baseline among the varieus factors affect -
motivation, Money for paying clients to perform simulated wous.
tasks was thus unavailable., In addition, consistent zgreemernts
could not be reached with all the public agencies about pzyrant
of their clients ffor work perfarmed while being evaluated in bhe
unite.

In order to overcvme some of these problems, clienbs of tha evas
vatior unit were usually placed in variocus work sekbtings uhrMst
out the Goodwill workshop during ths last phase of thair svalus-
tion. This part of the evaluation lasted an average of two waic.
Thay uere not paid. However, they did work alongside regulor
Goodwill sheltersd workshop workers on actual production Lazsk

Due to the nature of the Goodwill =ctivities ths vast m’JuIlt

of these relate to the rehabilitation and sale of donatec oo
goods, The activities range from sorting to repair of radio-
and telsvision seks., T

A secoerd group of available work activities was particlpsiion

in contract work., From the beginning of its existence the viow -
tional ewaluation unit had been physicwlly located next tn the
contract work department, making fer o olose alliance and share
interest, which resulted in the contraut work section being con
bined with the parent Rehabilitation Unit that was formed when
the Goodwill Industries moved to Lts new building.
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(b) Description

The actual uoark tasks consist of twe separate phases. 0One
large group of tasks consists of work drawn from the general
rapatoiras of tasks available in the Goodwill Industries. These
range from sorting through textjile processing, furniture repair,
radio and television repair, paint spraying, telephons operstor,
Janitar, small appliance repair, stec. The choice of placement
depands on & combination of the results of the simulated work
phase, staff judgmant, expresmed interest by the client, and
o currant availabhility of work. The clisnts who are in the eval-
vation phase are not paid for these activities. Those clients
who have completed evaluation and have been recommendsd for and
acceptad by their referring agencies for the parsoral-work
adjustment phase are paid when they are assigned to these teasks.

The second phase consists of industrial sub-contract work, usually
involving small manual assembly or packaging operations, and also
some work in which paowered machinery is used. This work is ob-
tained through competitive bidding from various manufaecturers in
tha area. Usually clients are placed on this work only during
the personal-work adjustment phase and they are paid for the work
thay doe

{e) Objactive

The ebjective of using actual work situations is to provide a

& more realistic phase of the esvaluation than is offered by the
simulated woxk tasks. The client works on matwrials that are
pacrt of the actual work flow of the organization and that meve

on into commarcial channgls. The physical plant of the Goodwill
Industries, with its absaence of panrtitions, makes it clearly
apparent that materials are being frucked in and out all the time.
In the subcormtract section, materinls often arrive in palletized
loads and the clients help to mave these around with hend=1ift
trucks, In addition, production schedulss have to be met, snd
the work suparvisors, although aware of and synpathetic to in-
dividual neexls, must also adjust thsir supervisory spproach to
the denands of the actual production process. All these factors
contribute to making the situation realistic and endowing it with
a high "face validity"., It is om bhis combination of the real-
igtic demands of the work situation, coupled with the underatanding
and skills of the supervisors and professional staff, that the
unigque strenpth of the Goodwill prugram rests.

(d) Motivation

Motivation in the actual work situation is provided through supsc.
vision, being part of the actual production process, and in the

. case of thoss individuals who are in the personal-work adjustment
phase through wage payments. Clients working on sub-contract
work are wmalsp paid at rates based on industrial norns.




(o) Imatructions

Instructions far the actual wunrk tasks are given verbally and

by means of demonshrations. 1he uork supervisor works clasely
with the clients until they understanmd what they ares to da,

Tha instructions are not fully standardized, but fallow ordi-

nary industrial practice. Thi work supervisors are provided
consultation with Lhe professional staff in regard te the handling
and instructing of difficult cases.

(f) Scoring and Norms

Scoring of actual work tasks ls based on production counts, cone
verted to a percantile score which iz based on a beginner's
industrisl norm established by means of time studies. On work
‘tasks whare praduction counts are rol: feasible (janitorisl
duties, etc.) the supervisor's judgment is used - formelized
with the aid of rating scales.

(g) validetion

As noted above, niotms are baswd on time studies, which are usually
carrisd out with the aid of non-handicapped Goodwill employees
servinng as subjecktsie In the wrase of many contract jobs, actual
industrial rates sstablished through time study procedures by
the copperating manufacturers are made available to thse Copndwill
Industries. In mpat cases, there has been close correspondence
between the rate furnished by the manufacturer and the rats sgs-
tablished by another time stuty made by the CGoodwill Industries
at the time a bid for the work is submitted.

3. Personal Adjustment - Work Adjustaent

(a) History. This concept was present in the project since its be-
ginmming. However, initially there was heavy emphasis on the
personal adjustment side. As timse progressed it became apparent
that what was really important was personal adjustment as it is
related to work, amd thus the concepl became modified in the
personal adjustment - work adjustmant dirsetion.

(b) Deswription. Persenal Adjustment - llork Adjustment Lraining has
as its objective, mobilizing ¢nergies, building tolerances and
worle.: hablits for the stresses of work and competencsiss for the
selected activitips Lhat constitute work. The emphasis on the
development of produstivity end the factors which make for a
good workser; persistence, ability Lo absorb pressures, neastness,
consentration, acveptance of regulmtions and improved inter-
personal relations. In addition, mhen necessary, amphasis was
placed on such factors as groumiing, persomal hygiens and clean-
liness, Howsver, these latter aspects became relegeled to a
somzwhat secondary role. A basic pardstick for eligibility for
the program soon became the clients ability to handle either
inikially or after a not too prolonged period of training, his
own eating, coffee break time, locomotion within the plant, and
a simple repstitive work situation which required rewaining at
a single work statione.
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(c) Objective. If the clients met these basic criteria,. the
Vocational Evaluation Unit staff assisted them in becoming
integrated into the real life work situation available in
the Goodwill Industries. Personal and group counseling
sessions were scheduled on a rsgular basis to mest the needs
of the clients. These allowed for a free exchangs of exper=-
iences. The goal of these group sessions was to ensble_the
individual clients to cope more adequately with the demands
of industry with regard to appearance, discipline, safaty
attitudes, and other necessary characteristics of a worker.
These activities were supplemented by instructions in how
to fill out job applications, role playing sessions involve
ing job interview situations, grooming techniques, and the
use of pdblic transportation facilities.

(d) Motivation, Motivation in this phase of the project came
through monetary compensation for the work performed, pare
ticipation in more advanced work activities, sncouragement
and praise from Coodwill staff members, and occasional assigne
ment of supervisory responsibilities for other workers if the
client seemed able to handle them. In some cases, individuals
who were trained in the Personal Adjustment - Work Ad justment
phase of the project now hold regular jobs as assistant super=-
visors in the Goodwill plant,

4, On-The=Job Training

? (2) History, Prior to the initiating of a Vocationel Evaluation
Unit, Springfield Goodwill Industries had been proviging the
Massachusetts Rehabilitation Commission with on-the=job train-
| ing and sheltered workshop placement opportunities. The

F : training procedures at that time were, for the most part,

“ informal and were the responsibility of the foremen of Springe
field Coodwill Industries production workshop. As the voca-
tional evaluation unit developed, the on-the-job training
program- became formalized and integrated with the vocational
evaluation and personal - work adjustment programs. The
effect of such integration has resulted in a heightening of
interests in thess programs by the local D.V.R. agencies.

| The outcome of the vocational evaluation phase and the personal
; adjustment - work adjustment phase of the project, in many ine
| . stances was the recommendation of an on~the-job training place=-
E ment for the client. Many of these placements were made in
competitive industry by the referring agencies, However, in
selacted cases, on-the-jdb training placemsnts within the
Goodwill Industries were utilized. These allowed for the
manipulation of work pressures, supportive counseling during
tha o.j.t. program, and a continuity of support for the

client during the complete rehabilitation process to an ex=-
tent not possible in competitive industry,




(b) The onethe=-job traeining programs utilized a wide range of
occupations and equipment available within the parent orge-
nization. Job descriptions and training specifications were
wpitten for all of thess programs. The occupations included
such broad, gensral areas as: commercial laundry, Hoffman
press operator, textile pricing and tagging, power sewing,
shoa repair, small end large appliance repair, furniture
repair, meintenance, switchboard operator and spray paint-
inge It 1s the responsibility of the Director to consult
with the traim ers to see that the 0.J.T. programs are ad-
hering to the training specifications, and to ascertain
that new material is coverad as rapidly ss feasible. The
trainer maintains attendance sheets and rating sheets on
the client's progress. The ratings are fully discussed with
gach trainee before submission to the referral agency on a
monthly basis.

(c) Objectives. The objective of the 0JT program is to utilize
the findings of the vocational evaluation, as well as the
accomplishments of personal-work adjustment training in
halping the client to develop specific vocational skills
for either competitive or sheltered workshop placement.

The clients are carefully followed and .evaluated during
this phase to determine if perscnal adjustment as well as
work skill and performance factors enable them to progress
to competitive employment levels.

(d) Motivation. Motivation in this phase of the program comes in
part through monetery compensation for the work performed. As
skill levels and cutput increase, the client's rate of pay
‘goes up. In addition, the client's performance is evaluated
by means of rating scales and these evaluations ars discussed
with him. Both his strengths and his weaknesses are covered.
‘The Placement Counselor now taken an increasing role in working
with the client. Possibilities of industrial placements are
discussed and the client may be taken to new actual job set=-
tings in the vocational area in which he is being trained.
Finally, the client may begin to assist in the training of
other clients who are just starting DeJeT.

(e) Range of jobs and development of job specifications. On the
following pages are the various training specifications for
the specific on-the=-job training programs. These utilize a
wide range of occupations and equipment available within the
parent organization. In additien, programs are currently
being added involving food service and automobile repair and
maintenance occupations. These are an outgrowth of the newly
established cafeteria and automotive repair departments. Ap=-
propriate training specifications are being developed covering
these occupations.




DESCRIPTION;
This course will provide the knowledge,

SPECIFICATIONS - ON-THE-JOB TRAINING PROGRAM

SHOE REPAIRMAN

the client for entrance into employmant as a Shoe Repairman.

EQUIPMENT REQUIRED:

Hesl Buller Awl
Skiving Knife Skiving Machine
Rip Knife Prese Patch Machine
Hammers Stitcher
Nail Punch Teimmer
~ Serew Driver Buffer
Pinchers Finisher
Jacks
PROGRAM: 130 Days 1040 Hours
A. Identification, use end care of hand tools and machinery. -

B.

C.

Do

E.

Feo

Heel Repair - men's shoes 120 Hours

(1) Removing rubber and leather heels using proper hand tools and last.

(2) Prepare base for new heels
(3) Select, prepare and replace heel
(4) Trim, finish<and polish heel

Resoling - men's shoes 360 Hours

(1) Removing old soles

(2) Prepare base for new sole

(3) Select and prepare new leather for sole

(4) Apply sole to shoe by tecking and stitching
(5) Finish sole by sanding, waxing end buffing

RPatching 40 Hours
(1) Sole pateching
(2) Upper patching
(3) Sewing rips

Miscellanecus Shoe Service 40 Hours
(1) Orthopedic shoe repairing

(2) Dyeing and Polishing

(3) Special shoes - cleats, etc.

(&) Shoe linings and pads

Cleaning, adjusting and repairing mechines 400 Hours
Disassaembling and reassembling

es well as hand & machine skills, to prepare

80 hours




SPECIFICATIONS - ON-THE-JOB TRAINING PROGRAM 1.
SMALL ELECTRICAL APPLIANCES

PROGRAM 32 Weeks 1280 Houis

DESCRIPTION:

The objective of this program is to provide training end practical experience
through actual work situations inveolving the servicing and repair of portable
appliances such as:

Heat Activated Appliances Motor Driven Appliances
Toasters Vacuum Cleaners
Irons Food Mixers
Grills and Waffle Irons Fang
Roasters Electric Razors
Coffee Percolators Clocks
fFry Pans
Lamps

In addition to the practical service and repair experience, training will include
instruction in the mechanical and physical prineciple, construction and operational
principles of the various appliances. These will be taught during the processes
involved in:

Analyzing Adjusting Refinishing
Disagsembly Salvage Operations
Repairs and Replacement of parts Reassembly

TEXT BOOKS:
Electrical Appliance Service Manual, by William L. Gabbert (this text book is used
by numerous mechanical trade schools and is highly rated)

Small Appliance Servieing, by P. T. Brockwell, Jr.

Auden's Home Appliance Service Guide, by Edwin P. Anderson

As well as service manuals from manufacturers, will be used for information
sources and assigned reading.

1. Nomenclaturs and terminology: 40 Hours
Need for:s To familiarize the trainees with the common terms used in the trade
and for better understanding when referring to texts, service manuals,

and other reading matter. ‘

Sources: Use by instructor during training
Service manuals
Text books
Daily use of tools and equipment
1 hour study and lecture period each day, conducted by instructor.
This will consist of demonstrations of practical problems; also
question and answer sessions.

The instructor for his guidance will use the teaching principles of's
Preparation

Presantation

Application

Generalization

Test or Prove
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Smell Electrical Appliances (continued)

Tools & Equipment required for the Portable Appliance Department:

Pyrometer Type Tester for steam & dry irons
12% thermometer for liguids & percs.
Combination volt-amm-watt tester
Neon circuit tester

Small drill press or 1/4 hand drill
Bench grinder

Polishing head

Wire stripper

Soldering iron

Nut driver set 1/4" to 1/2"

Hex Driver Set 1/16" to 1/8"

Side Cutting Pliers 6"

Slip Joint Pliers 6"

Long Nose Pliers

Diagonal Pliers

Arc Joint Pliers

Safety and Safe-work Rules:

The trainee will be instructed in the proper method ofs
Grounding and insulating electrical appliances
How to avoid electric shock when working around current-carrying units

Hack Saw

Set of Box Wrenches 3/16" to 11/32"
Propane Torch

Small Teps (set)

Tep Wrench

Assorted Small Drills

Set Screwdrivers 4-56-8"

Set Phillips Screwdrivers #2=3
Armature Growler

8" mill File

Bearing Puller

6" Round File

Yacuum Cleaner Suction Meter
Contact File

Small Ball Pein Hammer

Arbor PBress

How to avoid hazards from revolving or inflammable liquids

How to 1ift an object to avoid strain

How to maintain a clean, orderly work station

Basic Electrical Principles: 40 Hours

An introduction to elementary electricity es applied to portable appliances
servicing will be presented and will consist of the electric cireuit, conductors,
insulators, resistence, current, the ohn, the ampere, the volt, circuits

(series and parallel), the watt, alternating current, direct current and ochms law,
as per Chapter 1 - Electrical Appliance Seruice Manual Dy William L. Gabbert,

Testing:s 40 Hours

The trainee will be instructed in the proper use and care of testing equipment,
consisting of: series test lamp, appliance tester, volt meter, ohm meter, ammeter,
multimeter. The student will make his own series test lamp and appliance test
board, which will be his when he finishes the course.

General Service Procedure: 40 Hours

This procedure will apply to all the different makes and types of protable ap-

pliances which may be encountered in the Goodwill Shope.

(a) Check unit. Weight cost of repair parts and labor, versus what the unit
will sell for at the Coodwill storese.

If to be repaired, test to determine cause of trouble.

Replace defective parts or adjust as needed and as instructed in manufac-
turer's service manual.

Clean, test and refinish appliance where needed. Tools, equipment and

materials are furnished.

The trainee will follow this procedure with the structor guiding until such
time as he can proceed under normal supervision.
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Small Electrical Appliances (continued) | 3,

Repairs: 1120 Hours
Example -
Cord ssts. A trainee will be instructed in the importance of the cord set as
the connection between the electrical source and the sppliance. The four steps
for a thorough check of detachable or built-in cord sets:
Visual examination
Continuit test and load test
How to service cord sets, method of tying knot in appliance cord when
assembling attachment caps.
The Underwriter's know and whys.
Types of wire, preparation, unsheathing, assembling of caps.
Types of wire, preparation, unsheathing, as3embling of caps and eyelets
or other connscting methoads.
Tinning and soldering; how to solder, retinning the soldering iron.

Scope of Course:

Is to present a practical background which will preparg the trainee to acquire
the basic knowledge and experience that will qualify him to fill a job ih
industry.




SPECIFICATIONS - ON-THE-JOB TRAINING PROGRAM

FURNITURE REPAIR

PROCRAM: 80 Days 640 Hours

Te

2.

de

4o

Se

Ge

Learn the safsty features, maintenance and preliminary use of the required
hand tools 40 Hours N . ,

Cia¥ Hemmer Set of Plug & Hole Cutters
Straight Claw Hammer Miter Box & Saw

1 each 3-4-6-8" Screw Drivers Coping Saw

1 each #1, #2, #3 Phillips Screwdrivers 6' 2ig Zag Folding Rule

1 each Hand Saws (Rip and Crosscut) Steel Squars 2 ft.

Fine Hand Saw Caliper Rule

Bit Brace Bevel Square

Set of Augar Bits Combination Square

Expansion Bit ' 18% Level

Screw Driver Bit Rabbet Plane

Counter Sink Bit Block Plane

Set of High Speed Drills 1/16 to 1/2 Rasplane Tool

Pair Joint Pliers 7" Set of Replacement Blades

7% Diaganal Pliers Set of combination Wrenches 1/4 to 1"
7" Lineman's Pliers 1 each 6-8-10~12" Adjustable Wrenches
Nose Pinchers (Long Nose) Wing Dividers

Parrot Nose Pliers (Fence Pliers) Pencil Compass

Set of Wood Chisels 1/4 to 1" Rubber Tipped Hammer

Set of 3-Nail Sets Plastic Tipped Hammer

get of Prick Punches of Center Punches ‘Carpenter Pencil

Awl

Marking Cage

Become familiar with use of power machinery. Learn all safety principles and
practice with power machines in presence of experienced operator only. Such
machinery as:

Radial Arm Saw 1/4 Drill Motor

Band Saw Gbital Sander

Sabre Sauw Portable Belt Sander
Bench Grinder Router

Drill Press 8" Portable Saw

Belt Sander (Bench Type) 3 each 4-6-8% Clamps

6" Jointer 2 each 3-4-6% Bar Clamps
24% Planer Bench Vise

Shaper Woodworker Vise

Lathe 36" Bed Stop Vacuum

1/2 Drill Moter

Practice use of hand tools mentioned in the first page and performance of
simple operations with same. 40 hours ~

Witness and practice such operations: 40 hours

Stripping Touch Painting
Sanding Polishing
Glueing '

Practice and production of processes learned with hand tools. 24 Hours

Learning and practicing of normal repair and replacement of all types of
furniture, 136 Hours




2.

Furniture Repair (Continued)

7. Actual production in all operations learned in items 1 through 6, using both
hand and powser equipment. 80 Hours

8, Determination of whether furniture is to be repaired or discarded by estimation
of cost procedures such as: 80 Hours
(2) Time required for repair
(b) Material required for repair

9, Learning and applying processes for the manufacture of new praductss 80 Hours
(a) Childrens Desk
(b) Shadow Bcxes
(c) Bookcases

10, The transforming of unsaleable items into saleable products, such as: B0 Hours
(a) Vanities into desks

(b) Chifferobes inte cut down end tables

(c) China closets into bookcases
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SPECIFICATIONS - ON-THE~-JOB TRAINING PROGRAM
HEAVY ELECTRICAL APPLIANCES

COURSE DESCRIPTION

The objective of this program is to provide training and practical experience
through instruction and actual work situations involving the servicing and repair «
of major eppliances such as: g

Gas Rangas Dryers
Elsctric Ranges Air Conditioners
Washing Machines fractional HP Motors

This program will service and repair such electrical and gas appliances as are
not considered within the province of the small housshold elesctrical appliances
repair section.

In addition to the practical service and repair experience, training will include
instruction in the mechanical and physical principle, construction and operation

principles of the various appliences. These will be taught during the processes

involved in:

Disassembly Mechanical adjustments
Repeair and replacement of parts Assembly ,
Salvage operations Refinish end touch up, etec. ;

Audel's Home Appliance Service Guide, and service manuals from manufacturers will

be used for instructional sources and assigned readinge The instructional material
in Audel's Cuide covers (p.209-668)~ Electric Ranges, Washing Machines, Dryers,

Space Heaters, Air Conditioners and Fractional Horsepower Motors,

(Pages 723-824) - Cass Appliance Terms, Bas Renges, Furnaces, Heating Systems, Etc.
Shop Teechniques - use of tools, care of tools, safety measures, fundamentals of elec-
tricity, are also found in this book.

PROGRAM = 52 leeks 2080 Hours

l. Nomenclature and terminology - 60 Hours
Need for:
Te familiarize the trainee with the common terms used in the trade and for
hetter understanding when referring to texts, service manuals and other
; reading matter.

Sources:
Used by instructor during training
Service manuals
Text boeks
Daily use of tools and equipment

2, Tools « 40 Hours
Standard Toonls
Test Equipment:
Proper and improper care and use of safety precautions,
storage, paint, cleaning agents, etce.

Housekeepings
: Well kept tools, orderly work areas and personal neatness usually
‘3' reflect the mechanic's attitude towards his job.




Heavy Electrical Appliances (Continued)
Tools required for the Heavy Appliance Department:

Set of combination wrenchss (1/4 to 1 1/4)
Set of 3/8 sq. drive sockets (3/8 to 1V)
Set of 1/4 sq. drive sockets (3/16 to 1/2)
Set nut drivers 3/16 to 1/2

Set of chisels s
1 each Phillips Screwdrivers #8, #1, #2, #3, #4 '
Set of clutch type Screwdrivers

Set of 5 Butterfly Screwdrivers

Sst of Gulmite Screwdrivers

1 each 1/8 x 4, 3/16 % 9, 1/4 x 4, 1/4 » 6, 1/4 x 12, 5/16 x 13/14, 15/16 x 8, 3/8 x 12

Heavy duty Screwdriver

1 each Offset Screwdrivers (Straight & Phillips)
10% vise Grips

8lip Joint Pliers

7" Diagonal Bliers

7% Lineman's BPliers

6" Long Nose Pliers

10% Arc Joint Pliers

Hose Clamp Pliers

Snap Ring Pliers

Pair Wire Strippers

Pair 10" Tin Snips

Hack Saw .
Ball Pien Hammer ,
Plastic Tipped Hammer 4
Set of High Spped Drills 1/16 to 1/2 ,
1 each 6-8-10 Adjustable Wrenches

Set of Allen Wrenches .050 to 1/2

Soldering Iron

10% Pipe Wrench

fFlaring Set

Tubing Cutter

Propane Torch

UTUM Tester
Oven Tester
Volt Watt Meter

3. Cleaning and Refinishing -~ 80 Hours

For visual appearance and sales appeals
Washing inside and outside
Degreasing
Removing stains, rust, etc.
Application and use of cleaning agents, detergents, steel wool, polishes, etc.
Refinishing and touchup

Use and application of paints and enamels




4. Soldering « 40 Hours

6e

(c) The basie principles of all such appliances, howsver, will be the same as

Reason for, or purpose
Importance of clean surface being soldered
Fluxes « kinds and application
Paste
Resin Core
Acid (why not on electrical connections)
Heat socurces for soldering purposes:
Plain soldering iron
Blow torch for heating
Electric soldering iron
Cas torch (direct flame application)
Alcohol lamp -and blow pipe
Soldering procedura:
Where to apply heat
Application of flux
Flowing on solder
Results of - too much or too littls heat
Wiping of excess solder
Tinning of soldering and soldering iron
Reason for
Excessive heat - discoloration
Oxidation
Retinning .
File - remove pits, rough spots
How £o re-tin - demonstrate i

Al gl e

Repair: Replacement, servicing and testing 1860 Hours

(a) These all will be done under actual working conditions

(b) By and lerge the heavy portable appliances which will be reconditioned
under this program will very widely as to make, kind and age.

in current models.

(d) The importance of safe practices to be stressed at all times,

(e) Auden's Home Appliance Service Guide will be used as a basis fop
structuring the trainirmg course.

(f) This text book has separate sections treating the servicing of all
major appliances.

(g) In each section refer gonstantly to the outline showings

Trouble - Possible Cause - Remedy

(h) This text book and others will be added to the library. Thesa, plus
manufacturers service manuals will be used on texts for reference,
reading assignments, trouble shooting, and instructional material for
use in the repair and servicing of appliances, under the direction of
the instructor

Suggestions:

The training program should include provisions making it possible for the
referring agency to furnish the trainee with at least one text book, the basic
hand tools and tool box essential and necessary in following his trede., Service-
men are usually required to furnish their own ordinary hand tools,




SPECIFICATIONS ,~ ON-THE-JOB TRAINING PROGRAM ' ty ¢
SOUND AND TELEVISION EQUIPMENT

COURSE DESCRIPTION

The object of the program is to provide training and practical experience
through actual work situwations involving the servicing and repair of sound

equipment such as:
Home Radias
Auto Radios
Automatic Record Changers
Transistor Radios

Magnetic Tape Recordesrs

Public Address System

Short Wave Receiver

Television (black & white, and color)

In addition to the practical service and repeir experience, training will ine
clude instruction in the mechanical and physical principles, construction and
operation principles, of the various sound sguipments. These will be taught

during the processes- invelved in:
Disassembly

Repair and replacement of parts

Salvage Operations

Mechanical Adjustments
Assembly
Refinish and Touch Up, etc.

The textbooks NRI Home Study Course, Audel, Radio Man's Guide, and service manuals
from manufacturers will be used for information sources and assigned reading.

PROGRAM: 78 WEEKS 3120 HOURS

1. Introduction to radio

24 How radio receivers are servieced
3. How to use radio tools

4. Equipment used by servicemen

8 hours
8 hours
8 hours
16 hours

Tools required for Radic and Television Department:

Oscilloscope

Sweep Generator and Marker
VTYM

Tube Tester

CRT Rejuvenater & Checker
Battery Eliminator

Hand tools required:
Welder Solder Gun
Solder probe aid tool
Hack Saw

8 oz, Ball Pien Hammer
Punch Set

Chisel Set

Allen Wrenches

Spline Wrenches

Set of Regular Screw Drivers
Set of Phillips Screw Drivers
Set of Jewelers Screw Drivers
Hand Reamer

CRT Extension Harness Kit
Analyzsr

Putput Meter

All Wave Oscillator
Capacitor Meter
Inductance fMeter

Signal Generator

Set of Nut Drivers 3/16 to 1/2¢
Needle Nose Pliers &%

Diagonal Cutting Pliers 7
Diagonal Cutting Pliers 5"

Slip Joint Pliers 10"

Lineman's side cutting pliers 6"
Adjustable Wrench 6"

Set of TV & Radio Alignment Tools
Miller Wire Stripper

Neon Line Tester (60-500V)
Combination Pliers 6"
Metal Tape Rule




Sound & Television Equipment (continued)
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Be

9.
10,
1.
12,
13,
14.
15,
16,
17.
18,
19.
20.
21.
22.
23.
24,
25,
26,
27.
28.
29.
30,
31.
32.
33.
34
35

36,
37,

38.
39
40,

42,

How redio and electronic tubes work

How to teat tubes

Simple radio eircuits and meters

Cetting acquainted with receiver service

How to remove and. overhaul chassis

How to restring dial cords end set push buttons
How to test and replace resistors

How to test and replace condensors

How to test and replace volume controls

How to test and replace coils, chokes and transformers 24 hours

How to test and repair speakers
How operating voltages are ovtained
Powsr supply units

Transistor fundamentels

Transistor circuits

Transistor tasting

Auto radio: receivers

Phonograph pickups

Automatic record changers

Magnetic tape recorders

Public address systems

Short wave receivers principles

frequency modulation

Placing Television receivers

Television controls test patterns and adjustments
Television interference

Intereference traps

Television antenna and transmission lines
UHF antennas

Master antanna“systems

Antenna installation procedure

Television broadcasting
Television receiver circuit fundamentels

Circuit description of typical TV receivers
Television picture tubes
Profection-type TV receivers

‘Television test equipment

Trouble shooting

24 hours
24 hours
120 hours
240 hours
240 hours

8 hours

16 hours
16 hours
16 hours

24 hours
240 hours
44 hours
8 hours
16 hours
16 hours
40 hours
8 hours
16 hours
20 hours
40 hours
60 hours
60 hours
4 hours
24 hours
16 hours
8 hours
4 hours
4 hours
12 hours
12 hours
24 hours
80 hours
40 hours
20 hours
20 hours
40 hours
436 hours

0y

i 2
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Sound & Television Equipment (continued)

43, Television servicing 436 hours
44, Wave form analysis 20 hours
45, Color Television 80 hours
46, Color characteristics 80 hours
47, CBS color TV system ' 40 hours .
48, RCA color TV system - 40 hours
49, Black & white reception 40 hours
50, Color disc 40 hours
51« Color conversion methods 80 hours
52, UHF converters ' 40 hours
53« Commercial UHF converters 40 hours
54, Circuit fundamentals 40 hours
§5. TV glossary 40 hours

At the concldsion-of each grouping there will be a series of tests.
SCOPE OF COURSE:

The instructional material in NRI Home Study Course Lessons 1 - 12, Audel's,

Radio Man's Guide, (Pages 145-164, 239~260, 261-2082, 379-494, 535-554, 561=574) .
Shop techniques - use of tools, care of tools, safety measures, fundamentels of
electricity, are also found in these books.
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SPECIFICATIONS -~ ON-THE-JOB TRAINING PROGRAM

PBX SWITCHBOARD OPERATOR ~ RECEPTIONIST

COURSE DESCRIPTIONS

Gain genmeral knowledge ss to type of PBX switchboard, meaning and usage of such
features as plug coard, switches, lights end head sets. (Switchboard used has
eight (8) trunk lines and eighteen (18) extension lines)

PROGRAM: 65 DAYS 520 HOURS

1.

2.

Se

4,

Se

Using duplicate head set and monitoring of incoming calls. 40 _hours

Handle actual individual operation of P8X switchboard without monitoring by
experienced operator, but with one at hand. 120 hours

Learning tulephone company procedures in the handling of lang distance calls
and conferesnce tie~ins. 120 hours -

Learning positive advantage of and practice the proper handling of both cone
tributors and customers compleints. 120 hours

Continue all operations learned in Items 1 through 4 with actusl handling of
all calls, incoming, outgoing and inter-plant, including long distance and
conference hook-ups, and gaining of experience and confidence while working
under pressure. (These operations to be done with or without experienced
operator present) 120 hours




SPECIFICATIONS - ON=-THE-JOB TRAINING PROGRAM
GENERAL LAUNDRY WORK
RECOMMENDED LENGTH OF COURSE: 60 Working Days

The course of laundry operations covers all aspects of a laundry that are to be
found in most commercial leundry businesses, including sarting and maintenance
of washers. This course specifically covers the following:

l. CLOTHES SORTING

The sorting of clothing according to color and material, including instructions
on all material that may be bleached and the materials which must be done in cool
water. This will entail a knowledge of the different types of fabrics and which
fabrics can be washed together,

2. OPERATION OF WASHER, DRYER, CLOTHES EXTRACTOR

How to operate the washer, dryer and clothes extractor in such a manner as to
obtain maximum production with minimum effort.

3. CARE AND MAINTENANCE

Instruction on how to take care of and maintain the washer and driers so that
they may continually be in operation at all times.

4, SOAPS AND DIFFERENT MATERIALS

Discussion of the different types of materials and instructions on how soap
effects each type of cloth. Special instructions are given on methods of re-
moving greese and other difficult stains,

5. SAFETY

Special instructions are given in the safety procedures necessary to operate
the various machines in a safe manner,.

6. STEAM IRONING AND SUZY STEAMER

In order that the laundry operator may be more versatile and, therefore, more
valuable, some instruction is given in hand steam ironing and the operation of
the Suzy Steamer.




SPECiFICATIONS ~ ON-THE-JOB TRAINING PROGRAM TERM: 26 Weeks

SIMPLE UPHOLSTERY

(Chrome padded chairs, kitchen padded chairs, wooden padded chairs, boudoir

padded chairs, wood padded cheirs such as pla

Te

2.

3.

be

Se

Ge

Te

8.

9.

10,

tform rockers, office chairs, etc.)

Elementary Woodshop activities:
The fixing of frames and other pnarts of the furniture which are damaged
and need repair,

Stripping the Article:
Tachniques of removing the old material without damaging the frame. Also
how to do the job quickly and safely, '

Layout s
Includes measuring the article, sizing the material and cutting it for each
individual job,

Use of Tools:

This includes the following tools:
Magnetic Hammer

Cutting Shears

Tack Lifters

Strippers

Stretching Pliers

Power Sewing Machine

Clamps

Spitting Tacks:
Includes ths tachniques of spitting tacks without injury to mouth or loss of
tacks, yet maintaining tacks in convenient position for rapid fire tacking,

Padding and Webbing:
Includes the technique of padding arms, backs and seats, Putting Webbing on
tightly and correctly,

Blind Sewing:
The sewing of cushions, backs, arms, 8tc., when tacking is not appropriate.

Powsr Sewing Maching Operation:
Correct methods of cperation and techniques of the uses of a Power Sewing

Machine in the Uphoistery trade.

Trim:
Trimming and finishing the upholstery material for each individual Job,

Knowledge of Materials:
Knowledge of all matarials, their use, strength and wearing ability,
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ELECTRIC SEWING MACHINE OPERATOR

TERM: 12 Weeks

FIRST MONTH

1. General acquaintanceship with the type of slectric sewing machines used,
% HP Necchi and Singer Machines)

2. Knowledge and demonstration of all safety principals involved in electric
sewing machine operation.

3¢ Knowledge and practice of normal maintenance and initial operation of machine.
(a) Threading .
(b) Winding and replacement of bobbin
(c) Adjustment of tension and stiteh

4. Practics and start of productional work on simple straight seam stitching
onlye (Also selectivity of thread color and size)

5. Knowledge and demonstration of various sewing attachments to be used later
in more complex operations.

SECOND_MONTH

E) 1. Continuing productional work on straight seam stitching,

2. Demonstration practice and production of more complex machine techniques such as:
(a) Hemming
(b) Patching
(c) Pleating
(d) Shirring
(e) Invisible sewing
(f) Replacement of simple clothing parts - lace, straps, zippers.

3e AT END OF SECOND MONTHe The learning and practice and production of more com-
plicated sewing operations. Some actually involving minor tailoring functions,
such as? '
(a) Putting cuffs on pants
(b) Repairing and placement of lining on coats and suits
(¢) Making and sewing on of pockets on suits and coats
(d) Partiel remodelling of dresses - new sleeves, necklines, etc.

THIRD MONTH

1. Continuing operation of production duties as cutlined first and second months.

2+ Knowledge and practice and production of making patterns, cutting and sewing
operations in manufacturing of new products such as:
(a) Aprons
i) (b) Pillow Slips
(c) Slip Covers
(d) Draperies




SPECIFICATIONS - ON-THE-JOB TRAINING PROGRAM
SPRAY PAINTING

COURSE DESCRIPTION
The object of this course is to provide the trainee with the basic skills and

knouledge essential in training him to be employable within the Goodwill spary
painting and outside industry.

PROGRAM - 120 Days 960 Hours

1. Preparation of Furniture: 160 Hours
Traines will be trained to evaluate various pieces of furniture in order to
determine what must be done in order to prepare it for spray painting. He
must also be able to perform the actual preparation of furniture such as sand-
ing, cleaning, ssaling, etce.

2. Knowledge of Equipment: 80 Hours
Tools required for a Spray Painter:
Spray Guns - ene for primer, one for finish
Extra Syphon Cups (Multiple Color)
Spray Gun Wrenches (1 Binks - 1 Devilbiss)
Nozzle Brushes
Hammer
Large Screw Driver
Heavy Punch
Strap Wrench
14 Pipe Wrench
Pair Rubber Gloves
Respirator

- oad a3 ad e el e BB RSN

He must be thoroughly trained in the operation of his equipment, how it works; if

it is not functioning properly, why; learn the operation of pressure guage and how
much pressure must be used in each instance; operation of the spray gun, such as
adjusting the nozzle for various widths of spray. He must also know what causes the
oun to clog and how to rectify it.

3o Motion:s 160 Hours
Trainee must learn the proper way to spray various strokes; how far away he
must stand From the article being sprayed and how to overlap each stroke.

4. Paint Preparation: 240 Hours
Trainee must learn how to mix and thin paint properly before applying any paint
or sealer. Trainee must learn the proper coverage of each piece of furniture.

5. Actual Spraying: 240 Hours
Trainee must learn to control the flow of paint, where he started spraying each
article. He must learn how to tilt the gun and also to spray away from himself
and to avoid overspraying. He must also learn to keep the gun moving and to
avoid any build up of paint,

6. Cleaning: 80 Hours
Trainee will be trained in cleaning of his equipment.and the maintenance of
his equipment so that he can keep it in good operating condition at all times.
He will also be taught how to keep his work area neat and clean. ‘
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SPECIFICATIONS - ON-THE-JOB TRAINING PROGRAM 1.
SOUND EQUIPMENT

DESCRIPTION:
The object of the program is to provide training and practical experience through
actual work situations invalving the servicing and repair of sound equipment such as:
Home Radios
Auto Radios
Automatic Record Changers
Transistor Radios
Magnetic Tape Recorder
Bublic Address System
Short Wave Receiver

In addition to the practical service and repair experienca, training will include
instruction in the mechanical and physical principles, construction and operation
principles, of the various sound equipments. These will be taught during the
processes involved ins

Disassembly

Repair and Replacement of Parts

Salvage Operations

Mechanical Adjustments

Assembly

Refinish and Touch-up

The textbooks: NRI Home Study Course, Audels, Redioc Man's Guide, and service manuals
will be used for information sources and assigned reading.

PROGRAM: 34 Weeks 1360 Hours
1. Introduction to Radio 8 Hours
2, How radio receivers are serviced 8 Hours
3. How to use radio tools 8 Hours
4, Equipment used by servicemen 16 Hours
Hand Tools:
Diagonal Cutting Pliers 7% Hack Saw
Diagonal Cutting Pliers 5" 8 oz. Ball Pien Hammer
Slip Joint Pliers 10% Punch Set
Linemanis side cutting pliers 6" Chisel Set
Ad justable Wrench 6% Alien Wrenches
Set of Radio Alignment Tools Spline Wrenches
Miller Wire Stripper Set of regular Screw Drivers
Neon Hi-Voltage Probe Set of Phillips Screw Drivers
Neon Line Tester (60-~-500V) Set of Jewelers Screw Drivers
Combination Pliers 6" Set of Nut Drivers 3/16 to 1/2%
Hand Reamer Needle Nose Pliers 6"
Metal Tape Rule Oscilloscope
Weller Solder Gun Sweep Cenerator & Marker
Solder Probe aid Tool vTVm
| - Tube Tester
Putput Meter CRT Rejuvenator & Checker
All Wave Oscillator Battery eliminator
Capaciter Meter CRT Extension Harness
Inductance Meter Analyzer

Signal Generator
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Sound Equipment (Continued)

5, How Redio snd Electronic Tubes work 24 Hours
6. How to Test Tubes 24 Hourse
7. Simple Radio Circuite end Meters 120 Hours
8. Getting acquainted with receiver service 240 Hours
9, How to remove and overhaul Chassis 240 Hours
10. How to restring Dial Cords and set Push Buttons B8 Hours
11, How to test and replace Resistore 16 Hours
12. lou to test eand replece Condensors 16 Hours
13, How to test and replace Volume Controls 16 Hours
14, How to test and replace Coils, Chokes & Trensformers 24
16, How to test end repair Speakers 24 Hours
16. How operating voliteges are obtained 240 Hours
17. Powsr supply units 44 Hours
18, Transistor fundamentals 8 Hours
19. Transistor circuits 16 Hours
20, Transistor testing - 16 Hours
21. Auto Redio Receivers 490 Hours
22. Phonograph pickups 8 Hours
23. Automatic record changers 16 Hours
24, Magnetic tape recorders 16 Hours
25, Public acddress systems 40 Hours
26. Short wave recsivers principles 60 Hours
27. Frequsncy moduletion 60 Hours
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5. Placement

(2)

(b)

. (e)

(d)

History

In the initial phases of the project many clients were referred
back to the referring agencies for placement, or were placed
through the Division of Employment Security. Howsver, an in-
creasing core group remained who looked directly to the Voca=-
tional Evaluation Unit for help in returning to the werld of
worke. As a result, a Placement Counselor was hired in July
1963.

Nbjective

The major functions of the Placement Counselor are tc develop
training plecements in business and industry for clients of

the program, end to coordinate his efforts with other placement -
resources, In addition, he provides pre~placement counseling
for clients of the program, and he is also involved in the
supervision of On-The=-Job Training programs within Springfield
Goodwill Industriss. He also provides placement follow-up in
coordination with the referring agenciaes,

Description

The placement program is structured so that the Placement Coun-
selor becomes increasingly involved with the client from the
vocetional evaluation phase through the personal -~ work Adjustment
program and on-the-job training. This creates a smooth comtinuity
in the rehabilitation process and allows the Placement Counselor
to become thoroughly familiar with'his client. This results in
more affective job placements.

Much of the Placement Counselor's time is spent on the road,
visiting employers at placement sites. In his contacts he uses
a definite selling orientation, A close follow-up progrem is
also used as a selling point so that the employer can fesl that
if any difficulties arise somesne will be there quickly to
straighten out the problem. This kind of close follow-up is
esgantial in getting and keeping & placement program goinge.

In addition, placement personnel who are at ease in a commercial
industrial setting ere essential in order to gain rapport with

. the employers.

Data Collection Procedures

1. Development of faorms. Along with the development of the pro-
Ject, appropriate forms were created to facilitate date
collection. These included the following:

a. Initial Inteke Form. This form was utilized to con-
solidate general information pertaining to clients,
family background data, medical history, educational
background, vocational history and avocational ace
tivities,

77




2.

'Ce Sample Evaluation Worksheet., This is used for record-

be Daily Work Sheet. This form ie used for comprehensive
_recording of duily assignment in all phases of -the pro-
Ject, with Quantity end Quality of work reported.

ing of Performance on the simuleted work tasks,

d. Evaluation Warksheset. Used within Goodwill production
departments for recording client performenca.

e. Bi-weskly foreman's Report of clients evaluation. This
covers qualitative aspects of the clients performance.

fo Work Adjustment Evaluation Sheet. This covers quaiitative
aspects of the clients performence during Personal -
Work Adjustment phase.

ge. Case Summary Form, This form servee the dusl purpose of
summarizing case data and providing a brief final report
with specific recommendations.

(Samples of these forms are found in Appendix

Collection of Narrative Data.

In eddition to the data recorded on forms, short narrative 9
reports are kept on each client in the following areas: '

a. Intake in@epview

b. Records from other involved social welfare agencies.

" Ce Additional medical and psychiatric information.

d. Former employer interview when feasible,
8. Narrative summary of test results and behavior.

f. Narrative summaries of pertinent events that occcur
during vocational evaluation.

Qe Narrative summaries of formal prugram. developmente
he Counseling notes.

i. Notes by work zupervisors covering the personal-work
ad justmant phase.
jo Notee covering OJT progress.

k. Job development and placement

- 1o Follow=up

me Final summeries.

All of this information is used in staff conferences to
facilitate evaluation and meaningful rehabilitetion planning
snd development for each client.
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IV. ELIENTS SERVED AND THEIR PROGRESS
A. Discussion of Tables

1. Tebles I and Il indicete that 165, or 368%, of the clients
carried either a primery or secondary diagnosis of mental
retardation. 150 clients, or 34.6%, carried a primary or
secondary diagnosis of psychiatric illness. These numbers
indicate that the project has fulfulled its purpose of
placing particular emphesis on work with the retarded and
the emaotionelly disturbed.

2, Table III indicates that 52% of the clients were less than
25 years old. This reflects the tendency of the public re-
hebilitation agencies to emphasize work with young clients
for whom rehabilitation and employment goals are fessibla.
Only @ little over 1% of the clients were 60 years of age
or older. '

3. As indicated in Table IV, educational attainments for this
group were low. 85% of the clients.had not completed high
schooles Only 3% had attended or graduated from collega.

4, Sex distribution, as indicated in Table V, has run approxie-

- mately two thirds males versus one third females for the
duration of the project. This parallels the sex distribution
of Massachusetts Rehabilitation Commission clients, and pro-
bably indicates a greater tendency on the part of families
to accept and retain dissbled or disturbed econcmically une
productive females in the home.

S. Table VI indicates 232, or 53.5%, of the project's clients
had either never been employed or had been employed less
than a year prior to entering vocational evaluation. For
the 202, or 45.5%, who had worked more than a year prior to
entering the project, this period in many cases represented
the eccumulation of time on successive marginal and unsuccesse-
ful jobs.

6. The large percentage of clients who, although having previously
worked, were unemployed twelve or more months prior to entering
the project (Table VII, 242 individuals or 558.7% of the total)
probably reflect both the time spent in illness and medical
services, as well as the long time reguired for individuals

: and families to reslize that the client is in nesd of profes-

' sional rehabilitetion help and to begin to utilize such help

t where it is available,

7. Table VIII reflects the low previous occupaticnal level of
clients. 20f had never worked at all, and an additional 53%
had held only unskilled jobs.
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10.

1.

The realization of the objective to work primarily with
clients referred by other rehabilitation egencies, is cleesrly
reflected in Table IX. 423 of the clients, or 97.5% of the
total, were referred by state rehabilitation agencies. The .
Veterans Administration contributed on additional per cent.

The I.Q, distribution given in Table X consolidates the in-

formation derived from Tables I and II. 167 individuals, or
38.5%, have I.0.'s below 80. ( Informetion for Tables I end
11 wag derived from medical diagnoses, which often omit I.Q.
tests

Table XI shows that 335 cliants, or 77.2%, completed the
evaluation; 62 cliente, or 14.3% remained in the program
longer, for the most part in the personal adjustment -
work adjustment phase.

Table XII indicates the disposition of clients following the
evaluation. 153 clients entered either competitive or shele
tered smployment shortly after completing vocational eveluation.
An additional 71 clients entered competitive or shaltered
employment after completing the competitive or an-the-job
training programs. Thus, of the 434 clients serviced during
the four year existence of the project, a total of 224 indi-
viduals, 51.6%, entered some form of employment. In the light
of the tendency of referring egencies to refer severely and
multiply disabled elients to the project, the project staff
fesls that this is a creditable record.




TABLE I
DISTRIBUTION OF PROJECT CLIENTS BY
PRIMARY DISABILITY GROUPS
. T 7
Claesification f % g
3
T s
Mental retardation 133 30.64 1
Neuropsychiatric 100 23.04
Central nervous system dlsease 61 14.05
(other than retardation) :
Heart and circulatory diseases 33 7.60
Orthopedic 29 6.68
Muacio-skeletal dissase 25 .76
Visual handicaps 14 T 322
Auditory handicaps 11 2.53 !
Pulmonary disease 8 1.84 »
Miscellaneous 20 B260 g
Total | 434 99,96 |
TABLE 11
DISTRIBUTION OF PROJECT CLIENTS B8Y
SECONDARY DISABILITY GROUPS
Classification f %
. Mental retardation . 32 737
Neuropsychiatric . S0 11.52
Central nervous system disease 21 1 4.83
(other then mental retardation)
Heart and eirculatory diseases 7 1.61
Orthopedic 10 2.30
Muscio-skeletal disease - 4 92
Visual handicaps 10 2.30
Auditory handicaeps 2 046
Pulmonary disease . 7 1.61
Obesity . 13 2,99
Speech impairment 12 2,76
Gastro-intestinal disease 3 «69
Miscellaneous 8 1.84
No sscondary disability listed 285 | 58,75
Total 434 99,95
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TABLE 11l
AGE DISTRIBUTION

I : F ﬁ%

™ " —-—J
60«65 5 1.15

5559 10 2.30 4
8054 22 5.06
45-49 28 6445
40=44 35 8.06
\ 35-39 37 B.52
30=34 33 7.60
25«29 37 8.52
20=24 92 21.19
15-19 . a3s 31,10
Total ' | 434 99,95

TABLE- IV
- EDUCATION ATTAINMENT

Attainment £ % H
Ungraded (special classes) 124 28.57
Elementary or less 120 27.64
1 year high schaol 25 5.76
2 years high school . 46 10.59
3 years high school 854 12.44
Graduated high school 44 10,13
Some college 10 2,30
Graduated college | 3 «69
Bueiness training ' 2 «46
Formal vocational training : 6 1.38
Total 434 99,96

82.




TABLE V
SEX DISTRIBUTION

s

Year

Sex

f

%

1962

1964
1965

1966

Male

59

66429

Female 30 - 33,70
1963 Male T 63039 '4
m

Female 41 36,60
Male 81 77.68.
| Female 23 22,11 |
 Male 65 68,42
Female 30 31,57

Male 19 - 55,88

Female 15 44.11 -
L Male 1 208 ' 67.97
Total Female 138 32.02 |
Grand Total 434 99,95
. TABLE VI
TOTAL LENGTH OF PREVIOUS EMPLOYMENT*
Duration ¢ A
Never employed 87 20.0
0-1 month 79 18,2
1=3 months 15 3.4
3-6 months 22 5e1
6=12 months 29 6.7
Over 12 months* {202 46,5
Total 434 99,9

*Does not necessarily indicate contiwuous employment

TABLE VIl

LENETH OF UNEMPLOYMENT PRIOR TO DIAGNOSTIC SERVICE
Duration 1 f 9
Never employed T 87 20.0
O~ 1 month 26 6.0
1-3 months 12 2.8
3=6 months 27 662
6=12 months 40 9,2
Over 12 months 242 85,7

Total 434 99,9

83.
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TABLE VIII
PREVIOUS OCCUPATION LEVEL

Level ‘ £ %
Unskilled 229 52,80
Semi-~skilled 45 10.36
Skilled : 10 2.30
Agriculture 7 1.81
Sales - Clerical ' 28 6.45
Service ' 24 5.52
Professional-Managerial 4 92
Never employed a7 20.00

Total 434 | 99,96
TABLE IX
REFERRAL SOURCE

‘Source f %
Massachusetts Rehabilitation Commission 35 82.48
Connecticut Bursau of Rehabilitation 53 12.21
Massachusetts Division for the Blind 12 2,76
Insurance Companies | 3 «69
Veterans Administration: ‘ 6 1638
Child Family Service 1 «23
Self ‘ : 1 223

Total 434 99,98




TABLE X
I.Q. DISTRIBUTION

85.

1.0. f %
130 and above 2 +46
125=129 3 69
120-124 5 1.15
115-119 4 92
110-114 15 345
105-109 19 4,37
100-104 23 5.29

95-99 27 6.21
90-94 80 11.50
85-89 41 9.44
80-84 46 10.59
- 75-59 42 9.67
- 70-74 33 7.60
65-69 20 4,60
60-64 34 7.83
8559 19 4.37
50-54 11 2.53
45-49 4 92
40-44 4 .92
Not determined 32 137
Total 434 99.88
TABLE XI
LENGTH OF STAY
Number of Days £ %
1-5 30 6.91 ;.+
6-10 31 7.14
11-18 22 85.06
16-19 16 3.68
20 273 62,90
Over 20 62 14.28
Total 434 99,97
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" TABLE XII
DISPOSITION OF CASES FOLLOWING EVALUATION

Category £ %
Competitive employment* - 68 15.66
Sheltered employmsnt* 85 19.58
Entered Personal Adjustment - Work Adjustment 60 13.82
Entered competitive On-The-Job Training 11 2,83 -
Entered sheltered OJT* B 17 3491

- Referred back for additional medical services 10 2.30
Returned to school . 7 1.61
Awaiting placement 13 2,99

- Too seversly disabled for work 37 8.52
Deceasad 2 «46
Not working - referred to another agency , 9 2.07
Closed by referring agency as not feasible 1 36 8.29
Withdrawn - own initiative C 40 9.21
Withdrawn - family initiative | 6 1438
Withdrawn - medical refuest - 1" 2.53
Withdrawn - psychiatric request 4 «92
Terminated - staff decision 10 2,30
Undetermined 8 1.84
Total 434 99.92

*0f the 88 clients who entered either personal adjustment -~ work adjustment,
competitive 0JT, or sheltered 0JT., 71 completed these programs end entered
either sheltered or competitive employment. Thus, of the 434 glients ser-
viced during the four year existence of the project a total of 224 individuals
(51.6%) entered some form of employment. | '
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V. QUTCOME AND IMPLICATIONS

A. Impact on parent agency

The presence of the Vocational Evaluetion Unit in the Coodwill
Industries has had same far reaching effects on the philosophy
and personnel of the parent agency. Many prectices and attitudes
have been changed over the past four years by the inclusion of

the project and its staff in the activities of the Goodwill Ine
dustries. The increased role of formal rehabilitation activities
is reflected by the willingness of the parent organization to con-
struct new physical faeilitiss, which now include five spacious
offices, a staff room and a storage room.

1. Infusing of Rehabilitabtion Orientation into Goodwill Perscnnel.
The presence of a Project Director (a professionally trained re-
habilitation counselor), a social worker, a part time psychologist
and two work evaluators, all engaged in operating a formalized

“vocational evaluation unit, began to have an impacst an the entire
Goodwill Industries in a relatively short time. From the beginning
the friendly and accepting-atmosphere of the Soodwill Industries
made for relatively sasy assimilation for the new unit.' Contect
between vocational evaluation unit personnel and the rest of the
Goodwill supervisory staff soon became extensive at all levels,
because from the time of the establishment of the unit, contacts
with the Messachusetts Rehabilitation Commission and other state
rehabilitation agencies, wore more and more funneled through the
-evaluation unit, so that it gradually beeame the liaison agency
between the Goodwill Industries and the varicus professional re-
habilitation agencies. As a result, a greater understanding of
formal rehabilitation concepts spread ameng Goodwill personnsl as
a whole. |

Concepts such as intelligence and personality became better under-
stoods Acceptance and understanding gradually increased for peopls
with extreme handicaps, such as the severely retarvded and the severaly
emotionally disturbed. Supervisors began to learn to supervise

these individuals hetter as zome of them graduated from the voca-
tional evaluation to permanent placement in the Goodwill shop, or

as they were placed thers for temporary evaluztion on actual work.

Fopmal mestings were held at various times for Goodwill supsrvisory
staff to serve as a kind of in-service training program coencerned
with the philosophy and purposes of the unit as well as about
supervisory practices and attitudes and rehabilitation philosophy
in general. As a result of these activities a gradual development
of trust in the staff of the vocational evaluation unit took place,
with the result that today the consuliation and adviGe of the re-
habilitation personnel is sought on many matters, some of which are
at times somewhat remaved from rehabilitation issuss,
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In addition, Goodwill Shop Supervisors have become mote
sophisticeted in observing and evaluating clients behevior.
They trust their own cbservations and feslings more and, as
e result, contribute more ef'fectively to staff decisions
sbout clients.

As the vocetionel evaluation unit became integrated into the
Goodwill Industries, @ reverss impact end infusion of the
practical work philesophy of the parent orgenizetion into the
new project elso tock place. This resulted in the melding of
the professionel and practical spproaches which hes given the
Vocational Eveluation Unit its unique strength, end hes ene

ebled it to provide reelistic, prectically oriented vocatiocnal
eveluations for the referring agencies. They, in turn, have bsen
able to utilize thess meaningfully in the rehabilitation of their
clientsa.

Increased familierizetion with, scceptence and utilizetion of
Rehabilitation concepts by Goodwill Board of Dirsctors end
Rehebilitation Committes.

As the vocational evaluation unit has mede its impect on the
Goodwill Industries, there has bssn an increasing acceptence
of rehabilitetion concepts by the Boerd of Directors and its
various committees, This is indicated by the approval of nsw
rehabilitation projects, by the increased time devoted by them
to the discussion of rehabilitation projects end issues, and
sbove sll, by their willingness to commit substantial sums of
mongy to ald these projects - an svent of particular signifi-
cance in en organization that has ‘faced financial problems
during much of its forty years of existenca.

In perticular, & rehabilitetion committee has been organized,
which, in turn, is advised by & group of rehabilitation profe
essionals. Both the committes and its mdvisory group have
mach increased in membership in recent years by the addition
of Psychiatrists, Phyasicians, Psychologisis, Rehabilitation
Specialists and representatives of various public and private
rehabilitation agencies. The point has now been reached where
the Rehabilitation Committee has become the most active come
mittes in ths Goodwill organization.

Stimulation of New Progrems within the Goodwill Industries.

The exlstence of the Vocational Evaluation Unit has brought with
it stimulation of & whole series of mew programe. The unit
itself has become the basis of a formally organized rehabilita=
tion unit, supervised by a Rehabilitstinn Director. This unit
has been instrumental in the development of several new projects.

An Experimental and Demonstration Project for Rehabilitation of
the Youthful Offender has been in operation for over a year
under the sponsorship of the Department of Labor. A small
pilot workshop for the severely dieabled was started and has
become the nucleus of another full scale research and demon-
stration project.




Projects for the rehebilitation of epileptics and arthritics
have bsen proposed - some of which will, most likely, become
realitiss. The entire contract industriel wock section has
become closely tied in to the rehebilitation section, and in
perticular has served the nesds of the pilot project for the
severely disabled. The existence of this first project hes
aleo contributed to the development of a smell medical unit
with a part-time doctor and nurse, and to the construction of
a fully-furnished cafeteria, which will play & mejor role in
the sccial adjustment training of disabled and disadvanteged
individuels, and will also serve as a formel training setting
for the leerning of actual food service skills. '

In addition, an Automotive Repair Shop is currently being ine
stalled to serve ss a training facility for eutomotive service
end repeir skills for disabled individuals, A small machine
shop is in the planning stage. The Goodwill Industries ie elso
being esked to establish & progrem for the blind.

The existence of the Vocational Evaluation Unit, the development
of the Youthful Offender Rehabilitation Project, and the coming
into being of the Task Training Project for the Severely Men-
tally Retarded, and the incipient initistion of other programs

has stimulated the planning of & dormitory, as a temporary resi-
dence for clients undergoing evaluation er training in the various
rehabilitation programs. The architects for this building have
been selected and preliminary plans are being drawn up at present.
As a result of all this, the Springfield Goodwill Industries has
also been purchasing adjacent parcels of land to provide for future
expansion,

All these activities have resulted in increased referrals from

the Connecticut Bureau of Rehabilitation. In order to accommo=-
date these clients, the Goodwill Industries has purchased a school
bus, and operates its own daily bus service between Hartford and
Springfield. The existence of all these vocational rehabilitation
activities has stimulated the deveslopment of a2 local group of in=-
terested consultants from the fields of medicine, psychiatry and
psychology, who play an essential role in the operation of these
programs. '

In sum total, the Springficld Goodwill Industries rehabilitation
personnel has increased as follows: At the time of the inithtion
of the Vocational Evaluation Unit there was oné Rehdbilitation
Counselor, ocne Social Worker, and two Rehabilitation Work Supere-
visors. There was one consultant Psychologist. At present,
spread over several projects, there are four Rehabilitetion Coun-
selors, twe Social Workers, one Placement Counselor, eight
Rehabilitation Work Supervisors and a Rehabilitation Director.
There are also three consultant Psychologists and a consultant
Psychiatrist, Of course all of these individuals are in addi-
tion to the reguler Goodwill sheltered workshep personnel which
has also increased in number over this four year period.




8. lmpact on Community

The existence of the Vocationsl Eveluation Unit has had an impact
on the community in s number of areas. The three mejor onee are
listed below:

1. Incressing use g he Pro jsct by othe abilitation sasnci

The vocaticnel eveluation unit has becoms the sccepted place for
in depth vocational evalustion for the more seversly and multiply
handicapped clients of the state rehebilitetion agencies in the
surrounding areas. These have been the Massachusetis Rehabilite-
tion Commission, the Massachusetts Division for the Blind, the
Connecticyt Bureau of Rehabilitation, the Veterans Administration
and, during the last year and & half, various Massachusetts cor-
rectional agencies. In addition, the Springfield and Chicopes
school systems have utilized the facilities of the program for
work with their retarded older pupils. The increased use of the
unit is reflected in the incremsed number of client days over

the yeers as indiceted. Along with the increased use of the unit,
thers has come a gradual increased understanding of what the unit
does and how it may be utilized.

As the counselors in the other rehabilitation agencies have be=-
come femilier with the purposes and policies of the unit, as they
have attended joint staff meetings, as they have come to know the
Director of the Vocational Evaluation Unit as wsell as the various
staff members, they have learned to meke more meaningful and
sophisticeted referrals, to meaningfully pose questions that they
wanted the svaluation unit to answer and to utilize the results
to plan meaningful, further rehabilitation training and placement
for their clients. As the usefulness of the project has become
avident to these other agencies, their supervisors have expressed
greater interest in the project, have encouraged their counselors
to use it more frequently, and have also themselves been appointed
to the Rehabilitation Committee snd its advisory bodies. Contact
with other rehabilitation agency personnel now occurs almost on a
daily basis. :

2. Stimulation of Vocational Rehabilitation Projects in other Agencies:
The prssence of the Vocational Evaluation Unit has had direct ine
fluence on the establishment of a vocational rehabilitation project
for the moderately retarded in the West Springfield school system.
In addition, some of the anti-poverty programs of the Springfield
Action Committee have been influenced by the existence of this
project in Springfisld and have patternsd some of their proposals
on proposals submitted by the Springfield Goodwill Industries. The
Veterans Administration Hospital at Northampton has also followed
the lead taken by the Goodwill Industries in Springfield (as well as
by other VA hospitals), in modifying some of its work activities
and in establishing a contract work shop based on the contract work
set up at Springfield Goodwill Industries. However, throughout the
four year period, it has appeared that, although other agencies have

been interested in thinking about similar programs, many of the
public ones fesl themselves somewhat limited by financial and other

regulations. As a result, some of them have felt that it is more
canvenient te pay for the services of the evaluation unit and to
allow the actual administration of these activities to remain in
private hands.
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The Vocational Eveluation Unit and its ellied progrems hes exper-
ienced an increesing flow of interested visitores in recent yesrs.
Meny of these have come from locel school systems. In particulsr,
the pilot project for the seversly reterded hes stimulated ssveral
locel school systems to experiment with changes in their special
classes. Some school systems are starting combined schoolework
progrems, The Chicopee School system in perticular has coopscated
with the Goodwill Program by assigning a rehabilitation work super-
visor to the Goodwill Industries while paying her from school funds.
In addition, they transport approximstely twenty severely reterded
individuels from Chicopee to Springfield.

‘ncrensed Relationship wi 008l Colleges. The esteblishment of
the Vocational Eveluation Unit, with the resultant increese in
professional steff, at the Goodwill Industries, and iis’ various
committess, has resulted in very closs tiee with the Rehabilitetion
Counseling Progrem at Springfield College. The Vocationel Evaluation
Unit serves as a practicum setting for Rshabilitation Counsaeling
studants who ere given experience in a wide range of activities, in-
cluding vocational and psychologicel testing, work evaluation coun-
seling and placement. The Vocational Evaluastion Unit has besn one
of the strongest and most broad renge practicum placement for the
Springfield College program in recent years. Various members from
the unit have lectured et Springfield College, both in the Rehabi-
litation Counseling program and in the summer institutes related to
the War on Poverty. The current Goodwill Industries Rehabilitation
Director serves on the board of advisors of the Graduate Rehabilitae
tion Counseling program at Springfield Colleqge.

In general, the relationship with Springfield College, as well as
with local mental health and rehabilitation centers, has resulted

in much cross fertilization of programs and ideas. It has also
helpad to develop the interested group of consultants who ers essen=-
tial for the establishment and functioning of these kinds of programs.

Dissemination of Rehabilitation Information. One of the units most
important contribution-to the development, appreciation and utilie
zation of rehabilitation services has hesn the leadership it has
exercized in disseminating information about rehabilitation in
general. This information has been made available to the public,

in addition to the specific benefits which elients have derived from
their association with the unit, Extensive use has been made of the
mass media in order to stimulate public awareness. Regular monthly
spot announcements on various aspects of the project were made over
twelve radio stations in Western Massachusetts. A local television
gtation aired 17 live, one half hour programs in which members of
the project staff, consultants and repressntatives of other loeal
rehabilitation facilities participated. Thers have been several
feature articles in the Springfield Newspapers, and several multi-
picture roto gravure sections. The extensive coverage by these
media has stimulated many requests for staff members to schedule
speaking engagements, and has resulted in numerous visits by eivie,
fraternal and religious groups. The project has also been the basis
for many term papers and several Masters and honors theses written
by undergraduate and graduate students of local colleges.




C. Wock Evaluation

From the time of the establishment of the Vocational Evelustion Unit,
its major focus has been the svaluation ef clients by means of work
svaluation, with psychological tests, sccial service investigations,
and medicel examinations playing & secondery rols.

mul ] ﬂ jptions. At the time that
tha Vocational Evaluation Unit waa astablishod, heavy emphasis wese
placed on the development of standerdized work sample techniques,
following the practice pionsered by the Institute for the Crippled
and Disabled, end by the Goodwill Industries elsewhere. UWork samples
in the machanical assembly, clerical and general office procedure
areas were developed. These have previcusly been described in this
report.

Several problem arsas soon presented themselves. 1t became apparent
thet with the type of multiply handicapped clients, gsnerallysent by
the referring sgencies, written instructions were useles in weny of
the cases. The tasks had to be simpler than many of those previously
developed slaswhere., Standardization also presented difficulties.
Although reliability indexss could be calculated, validity was impose
sible to establish statistically because of the hetersgensous group
of clients served by the evaluation unit, and the limited control that
could be exercized over the field placement of the client. A very
significant issus was that of motivation. Traditional methods of
vocational aevaluation have often implicitly assumed an innate motivet-
ing power in the test situation itself. In the experience of the
vacational svaluation unit, this does not hold for persons from the
lower socio-econcmic levels of society, or for meny of the severely
handicapped. Often these individuals improved radically when moved
from a non-paying evaluation setting to an actual work situation
where monetary reward in the form of pay was involved., This led to
experimentation with actuml work situations for which somg financial
remuneration could be provided. These, in turn, were drawn from the
repertoire of work available in the Goodwill Industries. Since these
were often of short run duration, standardization was based on ine
dustrial time study techniques, a procedure which proved adequate in
this context.

An additional, very important factor turned out to be face validity.
Tasks built of industrial parts, such as the Gate Hinge Assembly,
were more readily accepted by the clients. Also, the fact that the
"simulated" work tasks are in effect "simulated"” and that they are
taken apart so that someone else can do them over again, does not
escape most clients and serves to demotivate them. Actual work which
is completed and moved onward into an ongoing production process
removes many of the shortcomings of simulated work.

In addition, actual work situations provide broader exposure to
various job activities, various types of supervision, and a broader
range of co-workers. This allows the elient to develop a greater
identification and self-concept as a worker and, hence, provides a
more realistic evaluation than is possible in a simulated work set-
ting., The typical pattern of evaluation that has emerged over time,
is an initial period spent on simulated work sample tasks, followed
by a peried spent on actual work drawn either from Gondwlll or from
industrial contract work.
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29 of Pgvchological Tests. As with the simulated work evalua--
tion, psychological tests do not possess much motivating force
for the client most often seen in this unit. Language skills
are often poor so that the clients cannct make use of written
meterial. Thus, the individual tests provide the most mesninge
ful situation in the context of the interpersonel relationship
with the examiner, as well as a qualitative evaluaticn of the
subject's performance.,

Most paychological testing has been individual. The Wechsler
fidiit Intelligence Scale has bean administered to almost all
clientss This hss produced e significaut I.Q. scors, as well
es meeningful qualitative data. '

For thosse individuals with the requisite verbal skills, the

the Minnesota Multiphasic Personality Inventory heas besn utilized
for personality mssessment. For those with very limited verbal
skill, the Draw-A-Person Test has been used to svaluate self
concept, 0Occmsionally, other projective tests have also baen
utilized.

The Wide Range Achievensmt Test has been used to determine clients'
level of scholastic performance whenever feasible., It has been
found useful with the majority of clients.

In the area of interest testing, the type of client served has
limited the usefulness and applicability of most instruments. Most
clients do not possess adequate verbal skills or range of experience
to utilize such tests as the Kuder Interest Inventories, the

United States Employment Security interest inventory checklist,

or the Picture Interest Inventory. In the case of the latter,

meny clients lack the renge of experience to meaningfully inter-
pret the activities depicted.

As the project progressed, it was found that cliemts interest
patterns were most meaningfully discernible through observations
of his response to the vatious work activities and relationship
patterns aveilable in the Goodwill Industries. Thase, coupled
with- information gleaned through counseling intsrviews, became
the basis for evaluating the client's interest patterns. Even
though the range of possible activities and relationships within

~ the Goodwill Industries is limited, it must be recognized that

the majority of clients face a similar limitation of the range
of possible work activities in competitive industry.

3¢ Group versus Individual Work. Experience with a wide variety of

clients, the majority of whom were ssverely handicapped, paints to
the fact that with many, but not all of them, working together
seems to result in greater acceptance of each other, with result-
ing greater acceptance of themselves as well as greater accept-
ance by normal, non~handicapped individuals, such as parents and
fellow workers. Social relationships developed among the elisnts
and they gradually gain increased competence in interpersonal
relationss These relationships continue during coffee breaks
and lunch periods, and toc some extent outside the work situation.




D.

As far as output is concerned, the results are more varisble. In
some casss output improves in group situations, but this is not
true of all individuals at all times. Becauss of the diversity

of handicaps, it was found that, in many instances, working
together, but on separate tasks not depsndent on each other proved
to be the best method. In this msthod, three or four handicapped
individuals sit at one work table, each working on & task, but thay
are not dependant upon each other's output as they would be on an
assembly line where each worker fesds work to the next one. Partie
cularly with retarded individusls this way of setting up work
stations seems to capitalize on the spreading of motivational
factors through the group without forcing individuels into a pace
which they cannot meet.

Assembly lines are alsoc used. However, the Work Supsrvisor must
balance the asssembly line taking into consideration the cutput and
abilities of each client, rather than simply equating the work
stations, as is often done in industrial prectice. The results of
these approsches have been characterized by their great variability.

Individual work has generally been found to be most varisble. Soms
clients continue to work with good motivation « relying upon promptings
from inner cues to keep them going - others will slow down when the
motivating factors of group participation have been.removed. In other
instances,. individuals will work well im a group for a period of

time, then will slow down and have to be moved te an individual setting
for a period where they then do better work. Sitting together in

small groups, while working on separate tasks that are independent

of each other, seems to hold a slight advantage, particularly with
retarded clients. Some of the clients become motivated, and encourage
and help each other.

Assembly lines are useful in motivating those individuals who profit
from being pushed. However, many of the more severely handicapped
become disorgenized under these conditions. The main trend of these
results indicates that there is greet variability from client to

.elient as to optimal work situation. As a result, an attenpt is made

to try each client in all three situations in order to provide the
most comprehensive assessment,

The Personal Adjustment ~ Work Adjustment Concept

1. Increased Acceptance and Utilization by Local Agencies

Historically, medical examinations, psychological tests, educational
examinations and other measuring technigues have seeved to describe
an individual in a cross sectional way at a given peint in time. A
persen's blood pressure on a certain day at a certain time is taken
as being representative of his blood pressure at other times under
reasonably similar conditions. A person's 10 at a given point in
time is seen as representing his 1@ at other times. Only in re-
gearch studies, or in the course of an illness that is being
monitored, are measures taken and plotted repeatedly over time.
Psychological and vocational tests in particular have been develop-
ed as a convenient short term evaluation of a person's long term
performance, with the hope that they could preclude the need for
long term evaluations of actual performance.




As a result rehabilitation agencias in the past have tended to view
evaluations as relatively short term events, done at a given point

in time. They felt that 2 person could be scheduled for phyeical,
psychological and vocational evaluations in a metter of e few short
days. Experience indicates thet this approach is not fruitful in

the more severely dissbled cases. Too meny facturs fer which no
messuring instruments sre aveilable, and which remasin uncontrolled,
are operating in the case of any one disabled individual. Thus, it
is difficult, or impossible, to make useful or valid predictions from
brief, cross-sectional measurement. The recognition of this problem
hag led to the development of the present vocational evaluation unit
and its predecassors slsewhere, where evaluation is conducted on o
broader variesty of activities, in & more realistic situation, through
a longer pericd of time. This permits 2 more meaningful evaluation j
in grester depth. As the clisent participates in an evalustion pro- ]
gram through time he becomes involved in the rehabilitation process
and begins to change somewhat. In essence, some of the rehabilitative
processes begin to .take hold, This permits en evaluation of the de-
gree to which an individual can be expected to change from his present
state as he becomes involved in such a program.

The initial 20 day evaluation in the vocational evaluation unit pro-

vides the above deseribed evaluation through time. In some cases a
satisfactory evaluation is obtainable and the individual is referred

back to the original referring agency. However, with other individuals

it becomes epperent that something more them an evaluation is needed in
order to determine what they will finally be able to accomplishe In

many instances the individual is recommended for the Perscnal Adjusiment -
Work Adjustment Program, described in a previous section.

To briefly recapitulate, the work adjustment program is designed to
foster adjustment to the general work setting and to essist each client
to develop the proper traits required of most workers. The emphasis

is on the development of productivity and other factors which make a
good worker, i.c., ability to mobilize ensrgies for work, persistence,
ability to absorb pressures, neatness, concentration, acceptance of
regulations, punctuality and the formation of good interpersonal re-
lationships. - During the entire personal adjustment - work adjustment
program the client's progress is continually noted and evaluated.

At the time that the vocational evaluation unit originated and during
the first years of existence, the local rehabilitation agencies fre-
quently were unable to appreciate the need for such a program and, in
particular, were unwilling to defray the costs that the client's
presence in such a program entailed. However, as they became aware
that a 20 day evaluation was not enough, with some of these more
seversly disabled cases, they began to accept the persenal adjustment -
work adjustment concept as an essential part of the early stages of a
rehabilitation program prior to the advent of training for specific
occupations. |

They began to discover that training and job placements, following

a number of months in the personal adjustment - work adjustment program,
frequently was more easily accomplished and more successful than attempts
with training and placement immediately after the initial evaluation.
Gradually the funds were made available for this purpose in all the

area rehabilitation agencies.




With the advent and extension of the personal edjustment - work
edjustment progrem in the vocational svaluation unit, the supsr- ;
visors throughout the Goodwill Industries have become more j
involved with the sveluation unit clients. Clients have been ;
placed for prolonged pericds in the various departments of the
Goodwill Industries. In order to provide 2 reasonable uniform-
ity of supervision, meetings were instituted between the Pro ject
Director and the supervisers throughout the plant. These became
a vehicle for the dissemination of rehabilitation attitudes, as
well as for the airing of general problems and the discussion of
specific clients. In addition, a within the plant follow-up
program was developed in which the work evaluators of the vecas
tional evaluation unit followed up individual clients within

the plant.
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The institution of this program of ine-service training resulted

in an increased identification of the Goodwill sheltered workshop
supervisory staff with the philosophy and goals of the vaocational
evaluation unit. The Goodwill supervisors were asked to coms to
the staff meetings of the Voeational Evaluation Unit when clients
assigned to them were being discussed. This led to accsptance and
understanding of the project on their part. It slso resulted in
the sharpening of their skills as observers of bshavior, and en=-
abled many of them to increase their supervisory skills. Gradually
the stege has been reached where Goodwill supervisory personnel
will spontaneously turn to the Vocational Evaluation Unit for con=
sultation with problems of supervision, including those not related
to project clients,

The personal and work adjustment of the clients improves most sige
nificantly when they begin to relate to the Goosdwill work supervisors.
The Goodwill work supervisors are quickly perceived by the clients

as real industrial work supervisors, which in fact they are. The
clients begin to perceive themselves more quickly as real workers,
less involved with professional and helping personnsl. Ag a result

a gradual weaning from professional support takes place, a process
which is most important and without which the client will not succeed
in the world of work. Of course, professional support of the client
continues when necessary, but one of the explicit purposes of this
phase is to reduce its magnitude. At the same time, the professionals
in effect enter the consultation role with the Goodwill staff at this
point,

The realism of the Personal Adjustment - Work Adjustment RBrogram has
been enhanced by the fact that, although the Goodwill Industries is
a sheltered workshop, certain production norms have to be met and a
certain emount of work has to be done with the use of the existing
personnel. Although the atmosphere is friendly and benign, the
supervisors' anxiety can be aroused by individuals who are unable,
or unwilling, to produce any work.




£. Development of On=-The-Job Training Program

As the Vocationsl Evaluation Unit developed and the Personal

Ad justment. - Work Adjustment Program was initiated, it beceme
apparent -that some clients, and in particular those whose final
goal was permanent sheltered workshop placement, could benefit
from formalized on-the-job traininges This led to the development
of a forma) On-The-Job Training Program covering the repertoire of
jobs aveilable in the day to day operations of the Goodwill Indus-
tries.

1. Development of Job Specifications

An On-The-Job Training Program requires the development of formal
spacifications for each job for which training will be instituted,
as wall as the development of meaningful criteria on which the
trainee will be rated. In order to develop 0.J.T. specifications
each Goodwill supervisor was asked to initially write up speci-
fications for OJT possibilities in his area, Consultation and
help was provided. This process turned out to be an excellent
vehicle for stimulating supervisor involvement. They were now
being esked to participate in an area in which they were the
experts, and in which the professionals knew reletively little.
They rose to the occasion, end with consultation help a set of
0JT specifications pertinent to the Goodwill Industries situation
was produced., These have come to serve the following purposes:

(a) Formal detailed description of job.

(b) Creating of ‘involvement of supervisors in developing new
0JT settings.

(c) Setting up standards for training.

(d) Helping to rate progress of clients.

(e) Explaining progress to referring agency.

(f) Melping Placement Counselor in his placement of clisnts.

(a) Helping the client to understand the purpuse of a particular
0JT programe

(h) Helping the client to understand his own progress by discus-
sing the requirements and the extent to which he meets thems

2. Training of Supsrviseors

The existence of the 0JT Program has resulted in the Goodwill super-
vigsors becoming mere sophisticated in terms of their understanding of

. digsability. As mentioned above, it has gotten them more involved
with the entire rehabilitation process. They are the ones who
usually make the recommendations for OJT after becoming familiar
with the elient during the personal adjustment - work adjustment
phase. They are aware that they will have to provide the OJT
themselves, a factor which makes their recommendation more realistic,
increases their sense of responsibility, and help to sharpen their
evaluative abilities by providing a validating feedback for their
own recommendations.
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3. Stimulation of future On-The-Job Training Programs. ”

New projects presently starting in the Goodwill Industries, ars

giving riee to new DJT programs in Food Service occupations,

Automobile Meintenance Operations, and Machine Shop skills.

Additional OJT possibilities are often suggested by the super- ,
vigsors, who are able to view the client realistically in the {
context of their own production operations, i

Fe Development of the Placement Program

1. Need for a Special Program Placement Counselor

After the program-of the Vocational Evaluation Unit was underway
for a time it became apparent that although the majority-.ef the
clients were being referred back to the referring agencies for
further training and rehabilitation activities, meny of them
came to rely on the vocational evaluation unit's parsonnel as
the central figure in their vocational lives. Some attemgk
needed to be made to find some of them direct placement after
the completieon of the evaluation and, in other cases, the work
adjustment program. It gradually became apparent that the unit
needed to develop its own placement and follow-up progrem. With
sven the best of intentions, other placement agencies are over

- taxed by former mental hospital graduates, ex-prisoners, school
dropouts, etec., and find it difficult to give intense attention
to such a wide spectrum of difficult cases. The time required
to develop programs and placements for difficult cases is long.
The experience of the local Veterans Administration Hospital and
the local Prisun Association indicated that a placement man devoted
to the particular intereste of his own specialized group ic a
virtual “must" for a project to function adeguately.

As a result, a Placement Counselor was appointed, His activities
include the following four functions:

(a) Development of placementé in industry for program clients,

(b) Development of - coordination with other placement. programs,
particularly those of the State Employment Service.

{c) Follow-up of the clients on the job setting.

(d) Coordination of his activities with the later phasss of per-~
sonal adjustment - work adjustment training, and the 0JT
programs within the Goodwill Industries.
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2. Salient Features of the Placement Program

In developing the placement program, the following features stood
out: ' ‘ ‘

(2) The Placement Counselor should familiarize himself and develop

a personal relationship with the client during the latter part
of the evaluation and training progreme. This allows him to

: beceme invelved with each client and to feel a commitment o

4 each placement, In order to facilitate this the Placement

* - Counselor attends staff meetings and has a voice in the dee
cisions about each client. In turn, the client begins to re-
gard the Placement Counselor as a significant figure with
whom he will continue to have contact once he arrives on the
jﬂbo

(b) Placement is a form of sellings The product is not only the
client, but the whole system of follow-tip. Although an employer
initlally may be suspiciocus of a follow-up program, he usually
quickly accepts its existence, and receives a sense of support
from the fact that there is a place he can immediately turn to
if difficulties develop. Some empldyers develop a surprising
tolerance of failure and are willing to accept repeated place-
ments if such a close follow-up program exists. Needless to say,
quick response with a training site visit by the Placement Man
within a few hours is essential,

(o) Small local firms offer the best chance of training and place-
ment, particularly if they are non-unipnized. Although larger
firms may give lip service support to the goals of programs
like this, a perusal of results always indicates that most of
the placements are with small and medium local concerns.
"Seientific" personnel management policies sslect out (as they
are supposed to) poorer risks, and multiple layers of manage-
ment and supervisory personnel select out many changes in policy
that top level administrators are willing to make. In line with
the comments above, placsment works out best if the placement
man’.can contadt the direct supervisor of the client, and -acquaint
him-with the nature of the program. This seems best possible in
small organizations, with few intermediate levels of supervision,

(d) Follow-up visits to the site are essential. These can, at.times,
be made by rehabilitation counseling and social work personnel.
_However, such visits should initially be'made in company with the
Placement Man, and should be coordinated by him at all times.
It is importamt that the employer can relate to one familiar key
figure, who to him represents the project on a personal basise
This relationship should not be allowed to become too diffused’
by the introduction of too meny ather people,

Counseling, Psychological and Social Work Personnel whe contact
employers have toc bhe made aware of the fact that the eclient in
the employer's point of view primarily exists to sarn money for
the employer, and that the employer does not view himself (at
least initially) as part of the rehabilitation process. Failure
to be aware of this often results in overwhelming the employer
with ideas and demands which are foreign to his frame of refer-
ence, and which result in the loss of the placement. In connec-
tion with this, it is importent that placement personnel are
selected who are at ease in a2 commercial-industrial setting in
order to gain rapport with the industrial supervisors,
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(e) Placement of speciaiized problem ceses always results in
special attention bsing focused on them. The client arrives
accompanied by test results, a placement man, a special cone-
tact, etc. As a result, fallures also stand out in the eme
ployees exparience. It is important, though difficult, to
remind the employer that he is hiring only another spray
painting trainee, and not a plant managar, although the forms
and information arriving with the client may he more nearly
reniniscent of the latter. This is another reason that, while
kesping the smployer aware that the client has been tested and
svaluated, hs not be overwhelmed by this information, which
is of primary interast to professionals.

6. DEVELOPMENT OF THE SEVERELY DISABLED WORKSHOP

1. History

As. the work of the vocational evaluation unit progressed it became
apperent that despite good results with the moderately dissbled,

the evaluation unit wss often frustrated in its efforts to rehabi-
litate the very severely disabled cases.that were referred to it.
Whereas, mors intense and progeessive procedures, such as psrsonal
adjustment -~ work adjustment, and on-the-job training uwere able to
increase the numbers who could find some level of rsmunerative em-
ployment, the very ssversly mentally retarded (the trainable group)
and even those who were somewhat above this level intellectually, but
who also suffered from other disabilities, for example brain injury,
epilepsy, stc., were often unable to taeke adventage of the nabilita-
tion programs of fered by the unit. It appeared that & program geared
to relatively short periods of work evaluation, or work adjustment,
could not hops to make a contribution to the spacial needs of this
group. A longer, more intensive program was required. As the vo-
cational evaluation unit developed over a number of ysars, ite per-
sonnel becams involved with many cases of the ahove described types
and acquired considerable infeormal experience in this erea. The
view prevailed among the staff that with the proper progrems, the
potential for positive change was present in many of thase clientes.

2. Description

A small pilot group of four severely retarded cases, 14 between 25

and 50, was brought into the voeational esvaluation unit in the early
part of 1963. Whsn the new, large, single story Goodwill Industries
building was purchased in 1964, allowing for the physical expansion

of programs, it was decided to proteed more extensively with a pro-

gram for the severely disabled. This in practice, in most cases,

meant the severely mentally retarded. The pre-existing pilot group

was expancad to 27 members and was placed in a spscial section of

the unit. The average IQ of this greoup was approximately 40. In-
cluded were casss of simple retardation, as well as mongoloids and cases
of multiple handicaps, including brain damage, cerebral palsy and

heart conditions, in addition to retardation. A specially trained

work supervisor was assigned to this group. The group's main ac-

tivity bescame the manufacture of small sub-assemblies for several

local manufacturers on a sub-contract basiszs. In June of 1964 a

Smith College student began to utilize this group as the subgect of

an honors thesis.*

*Garrett, Patricia, Adult Socialization: The Severely Retardsd in a
Sheltered Workshop, unpublished honors thesis, Smith Collegae 1965
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Thus extensive detailed documentatlon for this group became
available, The results, based on diract cbservation and parent
interviews and questionnaires, indicated very positive thanges
in socialization both at the Goodwill Industries and at home, as
well &s increases in production, self care activitises, and ine
creased responsibility in handling meney.

3. Objectives

The formal purpose of this gmall sub-section of the evaluation
unit became the application of the experience of the Coodwill
staff as well as ths result of other findings and experiencas
reported in the literature to a habilitation program for the
severely mentally retarded. Vhe intent was to prepare thess in-
dividuals for vocational adgjustment by means of a research oriented
training program with emphasis on, a) training for socislization,
b) training for confidence, mhtivation and productivity by means
of a program of reinforcemsnt or rewards, ¢) training in parcep-
tion and learning, and d) to uffer thase disabled and retardsd
individuals a program of voeational and social habilitatien using
all the diverse resources of the Goodwill Industries. In addi-
tion, the development of a research program was snviseged and it
was expected that eventually s practicum sxperisnce cauld be
offered in experisnce with thlis kind of population for students
from neighhoring collages, special education cless teachers, ra-
habilitation and quidance counselors in training, and for socisl
workers who are assisting the families of these clients,

The existence and development of this pilot project, which con-
tinues to function as part of the vocabional evaluation unit,
rasulted in the development of & new project which is entitled
RESEARCH AND DEMONSTRATION PROJECT AND TASK TRAINING WETHODS FOR
THE SEVERELY MENTALLY RETARDED. This was submitted to the Office
of Vocational Rehabilitation on September 24, 1965 and is currently
getting under way after having been approved on July 1, 1966,

4, Administration

The pilot project for the severely disabled has functioned on Funds
earned by the clients themselves through their work. on contract
work obtained from local industries. In addition, the Goodwill
Industries has absorbed part of the cost of supervision and spacs.

The approval of the new project will provids for the addition of
staff. This will include a Project Director, a Social Worker,

a Rehabilitation Counselor, a Work Training Supervisor and three
Work Trainers. In addition, there will be a consulting Clinical
Psychologist and a consulting Resaearch Psychologist. The new
project will make possible a nore global approach to these clients
as well as the formulation of better research techniques,




Ho FACTORS AFFECTING MOTIVATLION

1. lmportance of Monetary Rewvards

As has previously been pointed out, traditional methods of voca-
tional evaluation often implicitly assume an innate motiveting
power in the test situation itself. In the experience of the
vocaticnel evaluation unit this doss not hold for persons drawn
from the lower socio-sconomic levels of society, or for many of
the severely haendicapped. Often such individuals improve radi-
cally when moved from & non-paying eveluation gsetting into an
actual work situation where monetary reward in the form of pay is
involved. As Peffar* has painted out, money is a major incentive
that forme a fundamental Foundation of our American way of life.
Money derives its greatest advantage from its exchange power.

One does nat have to struggle to Find a suitable rewerd for sach
client == sach glient becomas the chaoser of his own firal re-
ward systen through his aquisition of the means to purchase what
he velues. By working for money the client can fix his oun qoals
end satisfy them as he wishsse

In addition, money is important hecause the ability to work and to
earn money is directly related to the way in which an individual
bacomes an adult in our svciety. Only when one earns money for
work performed do his activities become neaningful and real in the
syes of others. Particulerly, individuals from the louer end of
the socio-scormomic scale do nat appreciate the valuas of unpaid
activities such as hobbies, or valuniser services. They tend to
fesl thet such activities are not real, but instead that they con-
stitute a kind of play. The utilization of money as an incentive
in rehabilitation activities has the further advantege that, at
least to some extent, it equalizes tha metivating factor in a
given situstion for different individuzles, Needlsss Lo say, money
does heve somawhat different nmeanings for different persons and
the importance of money Lo not the same for all. Howsver, the
presence of financial reward ptovides sone basis for a systemat.ic
control of motivation.

Although it was not tried, the above suggests that: provision of a
financial incentive during the performance of simulated work
tasks and psychological tests, would reduce some of the differe-
ences between an evaluation and testing experience and an sctual
work situation.

* Poffer, P. A., Money: A Rehabilitation Incentive for Mental Patients,
o American Jourmal of Psychology, Vel. 110, No. 2, Augugt 1953.
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2, Importance of an Industriel Atmosphere

Throughout - ite history at the Springfield Goodwill Industries the
vocetional evaluation unit has been an integrated part of a shele
tered workshop. The unit has always been reached by passing
through parts of the industrial section of the shop. Thus, the
atmosphere has always been one of being intagrelly part of a

work situation. This has been very helpful in emphasizing the
fact that.the vocational evaluation unit, althouth it is a ree
hebilitation sstting, is not part of a hospital, or a primarily
medically or psychologically oriented service, but is in fact

pert of an industrial setting focused toward the world of worke
When the Springfisld Goodwill Industries moved to its present
single story factory building in 1964 a 6000 square foot space
became availsble for thz vocational evaiuation unit, situated
directly next to the industrial sub-contract department. This
building has besn increasingly helpful in providing the atmos-
phere of work. Because the various departmente are not physically
partitioned off, the clients undergoing svaluation and work adjust-
ment are able to sse the work activities that occur throughout the
entire buildings As a result, there is fostered the atmosphere of
being intimately part of a large industrial organization, Although
the changes in attitudes or feelings attendant upon this kind of
setting have not been measured, the staff feels unanimously that
it has helped to foster a realistic atmosphere. It has helped
to-wean meny clients from utilizing the situation to gratify their
dependency needs, and to foster a more positive productive work
orientation.

The program of the vocational evaluation unit is organized in such

a way that the client soon realizes that the function is not to
offer psychotherapy or medical services, but to assist him to ad-
Just to the demands of a real work situation, albeit in a thera-
peutic atmosphere. It is the intention that the client perceive

the evaluation supervisor as a work foreman and not as a counselor
or social worker. The client learns that hs is expected to abide

by work rules and if he needs counseling or medical help he will

be referred to his own counselor or doctor at a time which does

not interfere with work. The goal is to have the vocational evalua-
tion as closely akin & the actual werk situation as possible. While
the demands made on the client thus are realistic, and the atmosphere
as described above, is an industrial one, at the same time the clients'
real handicaps are accepted by the staff and by the fellow workers
and clients. The Goodwill Industries is so organized that fairly
severe disturbances and disabilities are handled routinely. For
example, cases who experience epileptic seizures in the plant have
been worked with for a long time. When such a seizure ocecurs the
client is routinely removed and placed in the doctor's coffice. Pro-
fessional and non-professional staff members are instructed in how
to routinely handle such emergencies and can carry out the required
first aid measures. If medical help is required a2 medical consult-
ant cen be called in. Although such occurrences naturally result

in a temporary disturbance of work activities in the immediate area,
the staff and counselors accept them matter-of-factly and the work
process is interrupted only for a brief time. This basic matter

of factness and the fact that everyone is handicapped in one way or
another, and some in very visible ways, frequently results in 2




reduction of concern and anxiety of each client with his own
handicap and a conscious awareness that many others are equally
severely handicapped and some are worse off. As a result, there
ig a reduction of exploitetion of each person's hendicap by ‘
himself as a way of gaining sympathy or being excused from work.
With this increased acceptance the attitudes of eagh client
about himself improve, and some of them carry over into non=work
settings, so that improved behavior is reported from home and
other none=Goodwill settings. Thase changes have been documented
in the study of the experimental workshep for the severely dis-
abled by Garrett.

4. Importance of Group Setting

Although work stations and evaluation experiences may be individuel,
the entire vocational evaluation unit, and its adjuncts, carries
out its activities in a group setting. Except during individual
counseling interviews, or medical examinations, the client always
is part of the total greup working in the large, open Goodwill
building. Even the medical and counseling offices are located on
‘the periphery of the general work areas,and thus the work area re-
mains in full view at all times. In addition, rest breaks and lunch
periods are usually spent in group activities. These non-working
periods are perceived as an important phase of the rehabilitation
process, during which many tasks are carried out which en indivie-
dual must be able to perform before he can function on his own in

a non-work setting. The client engages in suitable sogcialization
with fellow workers and develops ability to handle money to pur-
chase his own lunches, coffee and other small necessities within
the plant., Socialization patterns during these periods are ob-
served informally and, at times, formally by the project staff and
the clients are rated on their ability to appropriately participate
in these behaviors. As the vast majority of actual employment set-
tings are group settings, in which supervision is limited during
break and lunch periods, it is extremely important that evaluations
and training includes provision for these activities. A basic of
entrance requirements, intc the evaluation unit, has been that
either immediately, or with relatively little training, the client
shall be able to handle his own toilet activities, breaks and the
lunch period.

In addition, the ability to use public transportation, alone or in
groups, is often of considerable importance. Success in using
public transportation depends heavily not only on understanding

and ability to find directions, but on appropriate behavior in the
essentially social mass transportation experience. As this pro-
ject is ending the Goodwill Industries has acquired a school bus in
which groups of handicapped individuals are being transported to
and from Hartford. Arrangements have been made to have a Rehabili-
tation Counselor travel on this bus in order to observe the group's’
behavior and to further expand the evaluation of each client in depth
in realistic situations. '
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VI. SgﬂMARY.,LNPg;CRtIQN§ AND RECOMMENDATIONS

A. Summary

This research and demonstration project has successfully estab-
lished a Vocational Evaluation Unit which provides rehabilitation
services not previously available in the Springfield area, and
which has become an accepted part of this area's rehabilitation
resources. The existence of this unit hes stimulated the develop-
ment of several additional rehabilitation services and projects in
the Goodwill Industrieg and in the surrounding community. The
Vocational Evaluation Unit has zlsu becoms a center of dissemina-
tion of rehabilitation knowledge, attitudes and techniquas to the
local community. Finally, the stage has been reached where the
continued existence of the Vocational fvaluation Unit is assured
through the support of local funds, partially in the form of fees
for services paid by the local rehazbilitation agencies, and par-
tially by funds, space and services provided by the Springfield
Coodwill Industries.

When the Vocational Evaluation Unit was initiated in 1961, the
services it was to render and the objectives it was to aim for,
were specifieds These were as follows:

1. Establishment of a system for evaluation of the individual's
vocational potential for rehabilitation. This goal has been
successfully realized in a number of ways. In‘the sarly days
of the Vocational Evaluation Unit, a system of simulated work
tasks was developed and the tasks were carefully worked out.
Standardized methods of administration were developed and
norms for sach task were established. The work evaluators
were trained in the administration o these tasks and in the
observation and evaluation of the clients during their per-
formance. It was found that because of the educaticnal and
intellectual level of many of the referred clients, these
tasks had to be simpler than those that were currently being
utilized in other rehabilitation projects. No reliance could
be placed on uwritten instructions. Instead, all tasks had to
be worked out for verbal inetructions and demonstrations.

Some difficulties were experienced in standardization and in
validation because of the heterogensous client population, with
a wide diversity of handicaps, who progressed from the evalua=-
tion unit to a wide variety of other rehabilitation agencies
and settings so that a detailed follow-up program was not al-
ways possible. Report and rating forms for these tasks were
developed and have been successfully used since the initiation
of the unit. In addition, scholastic aptitudes and achieve-
ment tests, and occasional paper and pencil vocational inter-
est tests have been used where jndicated. Many individuals
have also been evaluated in live work situations in which

they have obtained actual remuneration in the form of money.

RS TR AT
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2. Establishment of counseling and guidance services for clients
of the unit, end development of a personal adjustment - work
adjustment program. As originally conceived, the personal
ad justment program was to provide assistance to the clients
in modifying and enhancing their social and work personali-
ties through the aid of counseling procedures. Counseling
was carried out primarily by the Project Director function-
ing as a rehabilitation counselor, and by the social worker.
Individual and group counseling experiences were provided.
1t was found that personal adjustment by itself was most im-
portant only for those clients in whom vosational ad justment
was likely to be very limited., For the majority of clients,
a combined personal ‘adjustment - work adjustment approach
sesmed indicated, to help the clients achieve an optimal
adjustment to the world of work, eithsr in a competitive or
a sheltered setting. The personal adjustment - work adjust-
ment concept has been worked out by the Springfisld Goodwill
Industries, as follows:. .

"parsonal Adjustment - Work Adjustment training has as its

objective mobilizing energies, building tolerances and
i work hebits for the stresses of wark and compentsncies

for the selected activities that constitute work. The
E emphasis is on the development of productivity and the
factors such as persistence, ability to absorb pressures,
‘neatness, concentration, acceptance of regulations and de-
velopment of good interpersonal relations on the job. Each
client's personal adjustment - work adjustment program com-
mences with a permissive climate and gradually progresses to
disciplined structured environment commonly found in compe-
titive industry. The objectives are to promote personal
! adjustment to the general work setting and to help each
k client reach a point where he has the proper traits re-
quired of most workers. Each client is expected to even=~
tually reach the point where his personal grooming, commu-
nication with others, and his general behavior is acceptable
r by other people in competitive industry.

As the client's personal adjustment improves, the occupa-
tional orientation is gradually sharpened. To help the

client develop the image of a good worker, or organize his
efforts and energies, and acquire suitable work patterns,

the personal adjustment - work. adjustment program is carried
on in a progressively less permissive atmosphere. Gradually,
more structured standards of quality and quantity are imposed.
The kinds of pressures that may be expected in a competitive
work situation are gradually brought to bear upon each client."

As the vocational evaluation unit has existed over time, increased
use has been made of the personal adjustment - work adjustment
program. It has been found that for many of the severely and
multiply hendicapped clients, the personal adjustment - work

ad justment program provides a prolonged work experience in a
rehabilitation setting, which allows them to gradually inter-
nalize those motivations and develop the characteristics that

make for a good worker.

2
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The various rehabilitation agencies in the area have gradually
begun to recognize the efficacy of this program and are now
providing funds to allow clients to continue in the personal
adjustment - work adjustment phase of the program as long as
is necessary for optimum success of the rehabilitation progrem.

Establishment of On=The-Job Training Programs for training in
areas that are not readily available or feasible through tred-
itional local sources. A carefully worked out program of one-
the-~job training has besen set up as part of thes vocational
evaluation unit. The emphasis in this training program has been
the acquisition aof skitls that can be acquired through on-the-
Job training of relatively short duration and for which jobs
are immediately available in the community. There has been no
duplication with more prolonged apprenticeship programs or
training requiring extended schooling. The provision of such
training has been left to the traditional rehabilitation agencies
in the community, The axperience of the vocatiocnal evaluation
unit has been that traditional trining programs tend to demand
levels of education and intelligence as well as past successful
performance, such as high school graduations, which many of the
clients of the vocational evaluation unit cannot meet, As a
result, there has been little or no duplication of the on-the-
job training program as developed here with more traditional
training programs in the community.

The establishment of this program has helped to facilitate the
involvement of the regular Goodwill sheltered workshop super=-
visors with the more formal rehabilitation programs. They have
been involved in writing the training specifications, and they
provide the actual training and supervision. They carry out
these activities in consultation with rehabilitation personnel.

To assist clients in this program in their search for employment
through cooperation with available and established placement
resources, A very close relationship has developed between
counselors from the Massachusetts Rehabilitation Commission, the
Massachusetts Division for the Blind, the Connecticut Rehabili-
tation Agencies and the State Employment Service. Hardly a day
goes by that someone from these agencies does not stop in to
talk with the Director about problems relating to a particular
client. By developing an atmosphere in which information is
interchanged freely and easily many of the shortcomings that

can occur in the rehabilitation process by referral from one
agency to another, without sufficient information, or contact,
have been avoided.

It has also become apparent that although for many clients the
referring agencies are able to provide further training and
placement, nevertheless many of the clients are very difficult
to place and begin to look to the unit personnel as a source
for further help and placement. Eventually, this resulted

in the hiring of a Placement Counselor,
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The hiring of this Counselor has made available a person who
serves as & liaison between the rehabilitations agencies, the
Vocational Evaluation Unit, the state and private employment
services, and private industrvy. Since a free and informal ex-
change of information about plecement opportunities has devsloped
there has been an increase in the successful placement of indivie
duals passing through the evaluation unit. The experiencs of the
evaluation unit has bheen that placement is often the greatest
bottle-neck in any rehabilitation program. Frequently all paths
from several rehabilitetion agencies and units lesad to one over-
workad placement counselor in the state employment service who
with the best of intent cannot serve everyone adsquately. As a
result, one of the best investments that a rehabilitation program
can make is the hiring of its own energetic, industrially and re=
habilitation oriented placement counselor,

Adaption of Goodwill facilities for more intensive rehabilitetion
and training purposes. As the Vocational Evaluation Unit has ex-
isted within the Goodwill Industries, the existence of ths sheltered
workshop facilities and equipment have made possible the development
of the above described On-The~Job Training fecilities, ths growth of
an industrial sub-contract workshop, the development of a pilet:
project for a workshop for the severely retarded, and a project for
the vocational rehabilitation of the youthful offender. In addition,
the vocational evaluation unit's existence has contributed to the
purchase of a larger building for the Gaodwill Industries and re-
cently to the instaliation of a2 cafeteria,-and an automotive repair
shop, both to be used as a training setting for the disabled.

To make effective and disseminate, through the Vocational Evaluation
Unit, knowledge of the concepts, metheds, techniques and procedures
of vocational rehabilitation as they have been developed in the
present and related prior projects.

The Goodwill Industries Vocational Evaluation Unit has been visited
by a large number of individuals and groups from other rehabilitation
agencies, both public and private, including representatives from

the Massachusetts Rehabilitation Commission, the Connecticut State
Rehabilitation agencies, the Veterans Administration, other Coodwill
Industries and local school systems. Many speaking engagements have
been fulfilled by professiocnal staff members with employment mencies,
business and professional qroups, fraternal organizations and schools.
The Vocational Evaluation Unit has developed close liaison with the
Rehabilitation Counseling Program at Springfield College. The Project
Director serves on the advisory board of that program, while the
Dirsctor of the Rehabilitation Counseling Program serves as advisor

to the Goodwill Industries Rehabilitation Committee. The Vocatinnal
Evaluation Unit continues to serve as a major practicum setting for
Springfield College Rehabilitation Counseling students.




7. To provide research opportunities in arsas related to the Unit.
From the beginning the Vocational Evaluatian Unit has had an open
referral policy. Almost all cases have been accepted for evalus-
tion, regardless of nature, severity or multiplicity of handicap.
The unit has tried to render maximal service to the referral
agencies and to the clients. As a result, no control or restric-
tion of intake was sver practiced for research purposes.

Becauss of this policy, data about clients has tended toward great
variability. Although simulated work tasks were standardized,
vaelidation procedures require reasonably uniform criterion groups
which usually could not be accumulated. In addition, it became
obvious that the Project was understaffed, and that too many duties
were requireg of the Director - that in particular he, of neecessity,
was drawn into the daily counssling of clients. In addition, the
initial research objectives were not entirely realistic, too much
having heen programmed for too little staff. However, a great deal
of programmatic and clinical information was, nsverthsless, learned.
A specific research consultant, as well as adequate staff time for
research were built into the next project - for the habilitation of
the youthful offender. In addition, it became apparent that with
very severely disabled clients, the evaluation approach has to be
essentially a clinical one, with the specific simulated and actual
work tasks, the personal adjustment - work adjustment program, and
such factors as group versus individual work setting, being tailored
to the needs and capabilities of the individual client.

B. Implications

The results of the four year existence of this project indicate that
the presence of such an activity can have 'a profound effect in infus-
ing an increased rehabilitation orientation and acceptance of re-
habilitation concepts in the parent organization and its personnsl.

In the case of the Springfield Coodwill Industries it has contributed
to the development of new programs for the habilitation of the youthful
offender and the task training for the severely retarded. It has stimu-
lated the development of an active group of Medical, Psychological and
Psychiatric Consultants. It has contributed to the development of a
Cafeteria, an Automotive Repair Shop, and to the expansion of the sub-
contract shop. It has resulted in the expansion of the Goodwill Rehab-
ilitation staff,

The existence of the unit within the larger environs of the Goodwill
Industries workshop has indicated the value of carrying on such re-
habilitation agtivities in an industrially oriented, realistic work
atmosphere. It has helped emphasize the value of monetary rewards as
an incentive and rehabilitation tool. It has helped to focus on the
importance of carrying out vocational evaluations over a period of
time, to make possible a judament of the sxtent to which a client can
become involved in the rehabilitation process. The unit's experience
has emphasized the importance of an intensive, well-coordinated and
followed up placement program. In its pilot project for the severely
disabled it has shown ths remarkable extent to which clients in a very
low I.Q. range can improve in social and occupational adjustment when
they are trained in a realistic, adult work setting.
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C. Recommendations

1.

2.

de

4,

5.

The philosophy of this project has been to provide a realistic longi-
tudinal and in depth vocational evaluation for clients of referring
agencies. This process has included the assessment of whether or not
clients can become involved in rehabilitation activities over time.
The emphasis has always been on carrying these evaluations out in a
realistic work oriented setting.

Vocational esvaluation should be carried out in a setting having a work
orientation and atmosphere. Clinic, hospital, or school like aspects of
the programs should be de-emphasized. The former subtly encouraged
emphasis on the handicap itself, while the latter has been associated
with failure expsrienced by many handicapped and lower socio-economic
class individuals. By emphasizing a work orientation from the beginning,
with realistic expectaticns and rewards permeating the evaluation setting,
the problems of secondary gain derived from the handicap itself will be

reduced.

Vocational evaluation should be carried out as an ad junct to a sheltered
workshop, or some other actual work setting. , This enhences the above
described work orientation for both the personnel and the clients. The
presence of pressures attendant upon actual production activities, the
interrelationships with staff members responsible for production, the
visible movement of considerable volumes of material in and out of an
industrial situation serve to make the presence and demands of the
work-a-day world more realistically felt by the staff, and provide a
setting in which the client can gradually become accustomed to the ex-
pectation of functioning in such a situation.

Vocational evaluation must be geared to the multiply and severely handicapped.
Particularly when a vocational evaluation facility accepts clients only by
referral from other agencies, those clients who can be aided through more
traditional voaational guidance and counseling procedures, or through the
utilization of traditional educational resources, will be selected out

prior to referral. It was the expressed purpose of the present unit to
provide services not previously available to residents of this area. In
practice this tended to include many severely and multiply handicapped

persons who previously were not considered feasible for rehabilitation

setvices.

Although the advisability of mixing individuals with various handicaps and
degrees of handicap has been questioned, it was found to be one of the
most helpful aspects of the program, and is recommended working in the same
setting with others with different and, in some ways, more severe handi-
caps, helps clients to accept each other more readily, and to develop
patterns of helping behavior. The result seems to be a more realistic
acceptance of the individual's own handicep by himself, along with con-
current improvement in interpersonal and work .behavior. In addition, the
leadership potential of some handicapped clients can be brought out and
constructively channsled in these situations. Eventually, a group of
non-handicapped, delinquent youths was also introduced into the project
setting, with the same generally benaficial results.
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Staff development is an essential function of any vocational evalua-
tion or rehabilitation project. In the present instance a cadre of
professional workers was augmented by a group of non-professional,
industrial supervisors who were trained in rehabilitation concepts,
attitudes and techniques while on the job. This combiration of
staff provides for a professional outlook and leadership, while at
the same time, taking advantage of realistically oriented industrial
know-how, as well as the greater closeness of background and reality
as role models that industrially trained supervisors provide.

Professional Staff: The Project Diresctor has been a professionally
trained, rehabilitation counselor, with previous administrative and
placement experience. A persori with this background brings to the
project a background in rehabilitation concepts and techniques, as

well as counseling and psychological testing skills. Administrative
background is of prime importance because the mechanics of administer~
ing a project range over a wide range of activities from the allocating
of funds and personnel, to the interrelationships with other agencies,
In addition, the rehabilitation counselor becomes involved with vo-
cationally oriented personnel and group counseling. With proper exper-
ience in the business and commercial world he will alsc play a primary
role in placement activities. The present project experimented with
both professionally trained and non-professionally trained placement
personnel. With some additional training both were found to be effective.

The Social Worker has proved to be a very useful member of the staff,
both in individuel client counseling, and in obtaining family bhackground
and other information. Particularly the latter function became
emphasized when it was realized how much time and effort was required

to assemble adequate background information on each client.

Non-profess’~nal Staff: Two kinds of non-professional personnel have
been included in the operation of the vocational svaluation unit. The
work evaluators were individuals who had previeus industrial super~
visory experience of a fairly complex nature and whose general level of
intelligence, interpersonal skills and interzst indicated that they
could benefit from on-the-job training in the complex area involving |
rehabilitation skills. They were included in staff confersnces from
the beginning, were instructed individually by the Project Director,
and were encouraged to become involved h formel training, such as
taking part time college courses in the rehabilitation area. This pro-
gram has benefited in that the eyaluators have borne much of the day

to day work load of the project, have continued to show interest and
initiative, and have remained with the project over a long time span.

The second group of non-professionals included with the vocational
evaluation unit have bean the regular Goodwill sheltsred workshop super-
visors. These all have primarily an industrial background. Some are
handicapped themselves. Becauss of thase factors, they serve as much
better role models for many of the clients for whom a professional
person is a much too distant and unfamiliar model to emulate with any
degree of success. They have bscome invelved by having clients assigned
to them in the personal adjustment - work adjustment phase of the program,
by being included in staff meetings when clients assigned toc them are
discussed and by being involved in the development and operation of the
on~the-job training program, which 'depends almost entirely on their
skills and efforts. Their involvement has contributed significantly to
the realism of the whole program, as well as to the success of its

long term aspects.
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The specific work evaluation techniques used play a significant role

in the success of a vocational evaluation unit. Traditional paper

and pencil vocational evaluation tests are useless in a setting whers
many clients have limited intelligence and verbal abilities. In
addition, they are not perceived by the client as being relevant to

his life, i.@., they lack face validity. Simulated work tasks havae
similar failings - the client soon learns that the work is done over
again by the next person, and that the task is essentially meaningless.

As face validity increases, that is, simulated work is constructed from
easily recognized industrial parts, this difficulty is reduced somewhat,
Evaluation on "live" work, which actually is part of a production process,
is more sffactives The evalua®ion situation becomes maximally useful

if financial remuneration in the form of money is provided. Standard-
ization of aevaluation rates may be difficult to achieve for tasks drawn
from limited praduction runs, whose availability depends on the exigencies
of an industrial situation. Hcowever, industrial time study procedures
provide a readily available tool for standardization.

The use of psychological tests is an important adjunct to vocational
evaluation. In particular, the Wechsler Adult Intelligence Scale provides
usaful quantitative and qualitative information when administered in

the evaluation setting by an examiner familiar with handicapped clients.
Simply administered personality tests such as the Draw-A-Persan also
provides useful information. Where indicated, basic scholastic attaine
ments may be messured by a paper and pencil instrument, such as the

Wide Range Achievement Test.

Severely handicapped or debilitated individuals, as well as many lower
socio-aconomic class members, frequently have experienced tests as failure
situations in the past. As a result, they do not experience the almost
intrinegic motivation engendered in many less handicapped or higher
socio-gconomic class individuals by tests. Thus it is important that
tests have reasonable instructions and high face validity. The presencs
of the examiner as he asks one question after another is important - born
as a continued form of external motivation, and to assess the deqree of
the client's involvement and other qualitative factors throughout the
duration of the test.

Counseling plays zn important role in the vocational evaluation program.
However, as the vocational evaluation setting is essentially a work
situation, clients should be encouraged to initially take up problems
with their work supervisore or work svaluators. Counseling should be
dane before or after working hours. The client should be encouraged to
realize that this is not a psychotherapeutic situation as such, but a
counseling situation that concerns itself primarily with his role and
functioning as a worker. Group counseling can also be a valuable tool,
particularly in more extended programs, such as a personal adjustment -
work adjustment program. Again the focus should be encouraged to remain
in the aree of interpersonal relations and personal problems as these
relate to the role of being a worker. Group counseling should also @me
at the beginning or end of the working day, so that it doess not intrude
into work oriented activities.




12. In eny vocetional evaluation program many clients will be discovered
who, although not initially capable of competitive or even sheltered
employment, will show signs of being able to become involved and to
profit from mors extended vocational rehabilitation procedures. In
order not to lose the client's momentum gained during the initial evelua-
tion, it is imperative that a vocational svaluation program operate in
close liaison with a sheltered workshop situation that is able to of fer
a personal adjustment - work adjustment program, as well es a sheltered
on-the=-job training program. To be most sffective, these programs should
be closely linked to the evaluation program, so that the movement of

; clients from one te the next is & smoothly coordinated one that does not
involve new waiting paricds, new evaluations, or the nsed to relate to
an entirely new aroup of professional parsonnsl.

13. Rapport with referring agencies is absolutsly essential if a vocational
evaluation program is to function effectively. In the present pro ject
the referring agencies were brought in as interested parties at thae time
of the original proposal. However, to gain long term rapport in depth,
it is necessary that direct contact be estsblished between the agencies
working personnel and that these contacts be built around the individual
clients. Inviting referring agencies personnsl tn staff meetings, being
readily available for telephons and personal contacts, and providing
clear and meaningfully written reports all contribute to this process.

It gradually fosters the feeling that the vocational gvaluation unit
personnel is working with the referring counselars for their clients, and
develops their fesling that they are a significant part of the vocational
evaluation units program.

14, Placement is an essential activity in any vocational evaluation and re-
habilitation program. Placement agencies in the community are overtaxed
by ex-mental patients, former prisoners, and school dropouts. They find
it difficult to give close attention to such a wide spectrum of difficult
cases, for whom the time involvement for an agency must often, of necessity,
be intense and long. Thus, a placement counselor devoted primarily to
the clients of his own program is an important factor for the success of
a pragram. His role is to supplement and coordinate his aefforts with thoss
of established rehsbilitation and placement 2gencies, as well as to provide
follow-up and service to the clients and employers in the community. The
development of a realistic work oriented atmosphere is further enhanced
if the placement counselor alsoc handles placements in sheltered workshops
or other semi-sheltered settings, so that moving from vocational evaluation
to those next phases of rehabilitation takes on many of the characteristics
of actually going to worke

15. Documentation of a vocational evaluation project requires considerable
emphasis and logistic support. Records that should be ezsily and routinely
available from referral, placement, traiming, medical and social agencies
are slow in arriving and often must be followed up individually. This takes
considerabie staff time and offort. Collecting,ceding and processing re-
search data within a vocational evaluation project requires much greater
effort and time committment than is initially expected in agencies that
have not previously participated in an organized research and demonstra-
tion effort. Parsonnel time, effcrt and skills in these areas must be
allocated and budgeted for.
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SPRINGFIELD GOODWILL INDUSTRIES, INC.

BEVERIDGE VOCATIONAL REHABILITATION UNIT
285 Dorset St. — Springfield, Mass.
Date ... VEBUNO. ...,
NAME ... es sh ettt bs et be et spen s sraes Age........ C.... Sex.......
Last First Middle
Y et e
SEPOOE & NO. ...t eet et ete et et e st et st atas et et et e s eateeetaae e seasatas et s easaseseeeseanasaeas et et eeeeneneasasennaeesetesensans
Birthdate ..............cc.cooouvrricc, Birthplace.............ccoovervrrreccer e, Tel s
Prob.
REFERRED BY — Ageney .............c.ccccovvnveininrveinnnns r‘forlrer ............................................ Officer....................
one
Transportation —Self.................. Agency................. Contact ..........c.coovrericecinnn, Tel ..o,
Name
In Case of EMERGENCY Notify: NGMO: ...t cssssasetsssssssensasssessssssesssssssenassens
Tel oo, AAAress: ...t eeeteeeeeeeessasatesssseseessaesasnes
MARITAL STATUS =S.............. Moo, D..c...... Widowed .............. Separated ..............
LIVING WITH — Mother........ Father ...... Spouse........ Alone...... . 0MEr ..........covereeoeeeeeeeeee oo eeeesesseee
Live Live
CHILDREN — No. ............ AGos .........oovreinnnen, Home ........ Vo AWAY ...t
ot.
, SUPPORT — Self ............ Parents ............ PA. ........ VA....... Serve ..o, Other ..o,
L) SOCIAL SECURITY NO. ...oooooooooooooo
Grade
FAMILY Name Age Compl Occupation & School
MOROF ......oooeecceeeeeeseeseseesrssseressensesses feeeesesraeenseeerersesafeseseeseeseesereestestesessensaesesssentatssroasesmsantasesnesbens
OO ... ccceeereeeeeeses e sessneeneseeessesrees b ssrsst e e eareseafeere sessaa st e e se e st ee et e nen s aeaeet e e st e st enaneesenneanen
HUSBANA ... sereeeeneiessaseesreeeneessedeeresre e reesessessee e tee s eee e s esecebentesene et este st e eentesbeaeraasns
W .ot ree s steessereeesesseeessessessenseses deerscesrefrersnesnisse b ieeieenieessss e s saessbe st sesar e sensesate b en e bene s nneann
SIBINGS L. e e e st et
Q. ettt eee s e et aea s antaes s atee e sennraans | S T PRSP
e er e a e e Lo e e
Bttt e s e e ee s e eraaeeeean et asanrenes | RTINS PR
B e eeeeseereseesessessenesensseeessesessesessessssevselbereneasedfererereereruesdesessaterestesueteseneanesttestansatersensteeseeesentesanssses
e ee e e st e et et et e et e ere e s etenaeneons ST O FO TR O RO
) SOOI I R— e eessr e es s ees s s
B e eeeerereeeee e asetes e eeaeteaaaeesaesaresenaasaneneann oreeeedeieeeeee et eee et s eere et se e saeasn e tans
0 et e eatsaaet e tet et nteaetesaereanete et seene st ene Jrireeeferrsinnmnen s
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MEDICAL
§  What is your handicap? ... i ST
- When
; ) Are you on medication? ..... ... TYPB .....cccccoccoviivirmirins rrnrrnnnnnsssssssssrsesseessessesss Taken ..o
When did you become disabled? ..................c..coooiimiririi e
How does your handicap limit the type of work you can do? ...
DIOCHOT oo et e e s eves e e st et es e e e taeseranesestaesesssuete et babeeeass R e R e AR SRR et et h SRR e bR bR a b e R R ettt es
Name Address
Hospitalization Record
Dates Hospital City Reason
MILITARY
8 :
™ VORePAN ..o e ROJECEED ........ceoeeicicice e
' (Weorld |, i, {(Korean) (4F)
Peacetime .............cc.oceveveeerinei e, NORVEE ...ttt e e sbe e e
(service in peacetime) (never in service)
Not Knewn ..........ccooeeieeiiiiicreiie, DisCharge ............ccooocvieeciininecic e
dishonorable - undesirable

INTERESTS

Have you ever found any work which you really enjoyed? Yes ................... No ..o




VOCATIONAL
What jobs have you held? List most recent jobs first.

Employer Dates Type of Work Salary Reason for leaving |
be e e e B e
RSOOSR NN N S S M
3 e [ e b e e e e
4 e L feeccieeee B N e
OFFENSES M

DATE OFFENSE SENTENCE DETENTION PROBATION  PAROLE




ML it cx s

| EDUCATIONAL
.
Mighest Grade Completed
School last attended .
Classes — Regular ... v e, G0N AUKe .ottt
. High School Course — College ........... General ............ Commerical .............. Trade ................
| Trado or Technical School = NGME ......... ...ooooooooivooooeeeseeeeeeeere oo Dates .......co..ooevmeiniicne,
COUISES ... ooeeieeee ot oottt et et e ke b ea e e et b b s s e e e
‘ Reason for leaving School: School Record:
Graduated .................... Scholastic Rating —
liness ................ Average ... Below ............ Above ...
Preferred work ................... Truant ..o e
Support Self ................... Disruptive inclass ...,
Support Family ................ Disrespectful to Teacher .............ccccocoooviniveinninennn,
[’ ) Marriage or Pregnancy ................... Get along with peers ...............cccooevieieeienen,
Lack of Interest .................... Aggressive with peers ...............ccocooveniniincniennn e
Expelled .................. LOner ..o e
Serious school infractions ...
. Comments:




SPR  FIELD GOODWILL INDUSTRIES, INC. DAILY WORK SHEET
Beveridge Vocational Rehabilitation ynit

Cilent No. Date
Type of Supervision:
Qttaﬂ{ One) Permissive Supperiive Matter-ef-Fact Fiem . Autheritetive Controlling
Type of work situstion |
(Check One) Iadividual fask Individual task . . Group task

{werking alone) {werking in o group) (Assembly-tine type)

. . Hours B Refio e ot
Job No. Operation On of Worked Worked | per hour | E70m | o so“:.-. Quelity of Work

L | Worker's Behavior and Performance on the Job {Movement Identification):

| ' upervisor
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Name:

Date ftarted:

SPRINGHELD GOODWRL WINRUSTRIES, INC.

BEVERIDGE VOCATIONAL REHAMLITATION UNIY
285 Dorset Street -~ Springlield, Mass

WORKSHEET FOR WORK SAMIPLE EVALUATION

Civge it

Completion Date:

Days in Attendance

Triel
1

Triul
Il

Trial
I

Beat
Effort.
Petvont

A, SORTING:

1. Screw Sorting
2. Industrial Tray Work (marbles) fill
" " ! Unlocad .
3. Eyelet Sorting
4. B, B. Board right
o L1} » lef‘L
8. Pin Board right
" o left
&, Hardwiare Sort
7.
&,

B, ASSEMBRLY:

}. Light Manua! {2 pe) Assembly
(ottle caps) Disassembly

z, Light Manual {7 pc,) Assembly
(flashlights) Disassembly

3. Light Manual (11 pe.) Asgembly
(zhoe bag} Disassembly

4, Light Mechamcal Assembly
(notorcycles) Disassembly

452’. Medium Mechanical Assembly
(arbor)  Disassembly

6. Medium Mechanical Assewnbly
foicycle) Disassembly

7. Medium Mechanical Aspembly
(oolt board) Dizassembly

b. Fleavy Assembly
(pipe fitting) Dhisassembly

9. Heavy Assembly
(zatehinge) Disassembly

10.
11,

.
s




Trial
!

Trial

Best
Effort
Percent

>. PACKAGING:

Bag Polciing (Simptla)

2, Bag Folding (Spacial:

3.  Light Packaging
(glass frame) unpack

4,

S,

D.  MATERIALS HANDLING:

l. Packing and Shipping
2, Inventoty Taking

3.

4.

E.  INSPECTION:

i, Ruler
2.  Small Parts {(Visual)
- 3. Small Parts (Gauged)
q, Spark Plug (Open & Closel} Teeler Gauge
5. Micrometer
> 6. Geomatrie Problem
E 7.
8.

F. CLERICAL TASKS3:

1, Collating
2,  Card filing (Alphabetical, 500)
3, Card fillng (Numerisal)
4, Folder filing (Aiphabetinal)
5.  Folder filing (Numerical)
6. Phone Beok Test
7. Mail Sorting
8. Envelope Stuff
Envelope Unstuff
]
’ 9. Name and Number

10.

Proof Read

i

P




o 1 e AN OES A 8

| Trtal Trial Trial E%fe;i
‘ it o m Percent
' ) G, NCTRY, ..
T tog .i?f‘i?!?fy i
’ °~"~-~%‘- ' Houk Ly
k' Curepenent Testing
4,
S,
H, MANUAL SKILLS:
1. Staplitg-~Hand
2. Stapling--Foot
‘ 3. Coil Winding
| 4, Hand Sanding
T 5 Buffing Wheel
8, Cuinding Wheel
7. Sc:ll.;!e::u-.q Torek
a. Sewiny Machine
L 3. Dnill Press (Manual)
g, P'ru;:.umatic Foot Press
11,
12,

L. CLERICAL EQUIPMENT OPERAIION:

l. Ty pewriter
2. ddding Maching (Electr:)
3. Mogttatith
4, Gra photy pe:
a., Blank
b, Emposs
S. hddressograph
6. Paper Shear
7. Mimemyraph
8.




Mol
i

T'rial
[ 3

Trial
1

a0 P st Un MOTed o

Hest
Bt
Pepount

AN TPORIAL:

ot 8. £ w0 e

1. Replawing washer in fausst

TRY ]

2. Floor Sweaapling

e

3, Window Wazh

4. Demeastic Cleaning

Chowm

- w5t 4 s =B

SPECHAL. ThSK3:

1.

2,

3.

- e

PR T

L1,

L2,

YT

L3,

14,

15.

i6..

17.

18.
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SPRINGFIELD GOODWILL INDUSTRIES, INC.
BEVERIDGE VOCATIONAL REHABILITATION UNIT

985 Dorset Street = Springfield, Mess.

Case No.
CASE REPORT
(Client's Name) (Adi.rens)
~Sex Age _  Social Security Number Telephone
Referred by: . _ ‘
{Agency) (Counselor)
Attendance: — Dates Absent
Started Completed Tot. Dys. .
, (1)
Characteristics: Punctual
(2)
Tardy
(Mornings) (After Breaks) (3)
1. FAMILY:
Status: S M D w Sep.
Living with: Parents B _~ Spouse Alone Other
Name Age Name Ag
Mother: | Children:
Father:
Siblings:
2. MEDICAL:
Diagnosis . :
{Primayry) (Secondary)
Limitations
Medication: Yes No Other current treatment:

Special Observations:




3.

PSYCHOLOGICAL:.

Intelligence:

CASE SUMMARY (2)

Test Date

Resuits
SR

Achievement:

Interest:

(

Other:

(

EDUCATIONAL:

Last School Attended

Highest Grade Completed

(School) {Address)

(Regular

Course of Study: College

Courses taken:

General Commercial

G.A. )

Trade

Reason for leaving school:

VOCATIONAL:

Employer
1 L]

Graduated Job

Dates

Other

(Specify)

Occugation

2.

3.

4.

SOCIAL WORKER'S REPORT:

{(a) Language Skills & Level:

{b) Dependency:

{c) Effect of handicap on client:

(d) Marketability of client:




R L]

CASE SUMMARY (3)

6. (e) Evaluation of work history:

(f) Attitudes and Motivations:

(g) Evaluation of Appearance:

(h) Problems encountered during program and degree of their resolution as a result of counselling:
Good Fair Poor

Areas: Orientation . . . . . . ¢ v ¢ ¢ 0 v 0 o e o . s

Personal Adjustment . . . . . ... .....

Social Adjustment. . . . . . . .. .. ...

Adjustmentto shoprules . . . .. ... ...

Adjustment to changes intasks . ... ...

Adjustment to work stresses . . . . . .. .

Adjustment towork demands . . . . .. ...

Adjustment to chaneses in supervisory attitude

SUPERVISOR'S REPORT:

(a) Work Attitudes

(b) Responses to Work Pressures:

(¢) Self Concept:

(d) Relations to Co-Workers:




CASE SUMMARY (4)

7~—{e) Reaction to Supervision:

(f) Functioning Level of Ability:

&. SUMMARY:

. ’6

9. RECOMMENDATIONS:

A. J. GAGNON
Rehabi litation Director

(Date)




speingfield Goodwill Industriss, Inc, Client
VOCATIONAL EVALUATION-WORK ADIUSTMENT UNIT Period _____to_____

EVALUATION RATING SHEST
(Foreman's Repcrt)

A e -

I. WORK SATISFACTION
___Positive attitude to work; derives satisfaction from working

o @

Negative attitudes to work; work is distasteful

e Neutral attitudes to work; works because he/she must
d_____ Needs encouragement in order to work at capacity

e . Need prodding in order to work at capacity

£ Will not work at capacity under any shop conditions
g Works to capacity without special treatment

II. WORK PRESSURES

Output at an industrial level (100 and over)

Output meets shop average (75 to 90, sheltered)

Output below shop average (Below 75, potential to low)

Can respord to pressure for increased output: Supervisory-Group-Line
___Cannot respoivi to pressure foptincreased outputs Supervisory-Group-Line

——

____Cannot sustain increased ocutput under pressure

H'O a O o o

g€____ __ Output deteriorates under pressure for mare output: Supervisory-ip-Line
h_____ _ Quality satisfactory - unsatisfactory - questicnable

i Can improve quality under pressure for more output: Supervisory-Gp-Line
J______ Camnot improve quality under pressure to do so: Supervisory-Gp-Line

k Cannot sustain improvement in quality under pressure to do so: S<Gp-Lire
1 Quality deteriorates under pressure for greater output: Super<Gp-Line
n Dislikes routine work; needs activity and change of scene

n Accepts routine work ‘

0 Is flexible, responds to emergencies and changes in work routine

P Is rigid, uncomfortable if asked to change work unexpectedly.

q______ Consistent worker; mmintains even pace

v —_Incousistout in: output

el Y




SVALTATTON RATING SHEET (Foreman's Report)

IXI, CONCEET OF SiLF AS A WWTY-R

AL fpts role as a productive worker

Regards work as distasteful, but has to be done
Role of worker is not understocd

Confidence in ability to work

Lack of eonf'idence in ability to work

Conceives self as:

|

o ®

2.0

H O

Professional or managerial worker

White Collar worker

Manual worker
Encircle appropriaté comments: Regular attendance; irregular attendanees
conforms to work ruies; viciates work rules; takes the Unit seriously; comes
to the Unit because has toj conceives of Unit as a place soclalize.

Behavior: Tries to learn; handles complex tasks; handles only single tasks;
distractible; concentrated; works steadily; has seizures; has delusions.
Legrn%gg of a job is best in following situations: Ind. - Group - Line.
Transfer of Jearning 1s most efficient in following situations: Ind.- Gp-Line.

IV. REIATIONS TO CO-WCRKERS

Relates actively to others; easily becomes part of group
Tends to shun contacts; keeps mostly to self .
On fringe of groups; physically there, but not rezlly a participent
Avoids interpersonal contacts; an isclate
Friendly, out going, popular
Aggressive towards other; provocative; quarrclsome; irritable
Passive towards others; shuns arguments
Essentially a leader in group
Essentially 2 follower in group

oo

2.0

= D'0g =0

Remarks: Controlled.-‘impulsive; talkative - quiet; relates - withdrawng
helpful - competitive; provacative

Bast work performsnce obtained in: Individval tasks (working alone)s
Tndividnal tacks (working in a groups Group tasks (Assembly line type of
work).

Menifested work skiils in: Sorting; Assemblys Packaging; Materials Handlings
Tnspection; Cierical Tasks; Basic Tools; Manual Skillsy Clerical Equipment;
Janitorial; Other.

V. REACTION T SUPERVISION

a____ Requires supportive, firm, matter-of-fact, authoritative control.
b____ Requires mors than normal amount of supervisions

c Requires only normal smount of supervisicn

d Resists supervision, but is able tc perform

e Requires emctional support from superviscr

£ Cannot accept supervision

REMARKS: Depends on supervision to ehable him to work; sulks; gets angrys
used to better jobs tries to do the job well.




Lvaluation Rating Sheet
(Supervisor's Report)

Remarks:

i o 3 tom g P U
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Soringfield Coodwlll Tniuetyies, TH0,
IOCATIONAL EVALUATION, .. WORK ADJURTMINE

WORK ADJUSTMENT !

¢t -
i
‘t—'( '\1‘ 2.
~ "3 L A-C'c' ]

LATING SHEET

v

o

i4 2

&\

»

WORK SATISFACTION

Qs Positiwe attitude to work: derives gsatisfaarion from working
b, Nerative attitude wo work; work L distds%ﬁful
Ce Voutral attitude to work; @orks necaune hessre rust
de ~“Needs encourarement in order fo work aﬁ capacllty
eo Yeeds prodding in order to work at capaoity
£o_ Will not work at capacity under any shop conditions
S - " Works to capaewty withont spec’al treatment
he Steadiness of work: 1mp}eef mroduction tasks
1. Very te@vy worker ¢uring entire dnily work perioed
2e '"sﬁﬂd. 1y steady worker durine aptire daily work porioed
3. duo +ionable or borderline steadiness during ertire daily
work oeriod
i, Inadeauate or unnatizfoctory sresdiness during entire deily
worlk “owxnd
i, Stezdiness of Mﬂ:" more nompler nroaduction tasks
1., Very stoady worker Juring entire dsily work pariod
5. Rasaornanly ST @0 aorlep curine ontive daily oork neyriad
3. &uefti”nayle s norderllve areadipess during sntire a1l
work nericd |
., Inedeguntz, or unsatisfactory erpndincss during entire
AT Ly waprk cevriod
i, Steadiness of woer: Ton oeodinatnon Toak
Le Veprs greaty worker o s entire anile work nericd
2. Reasopaebly sheady wo durive snties daily work cerinsd
4, Quaguionsvle or bovde e stoadirers
1 L, i"('?;?s.:'?{-‘:f.‘:!’.,«‘). e D LNE £ oyt STEAG iness
Ko {1tlingress to work ah nasks ger?rai’ regrrdad ag rpLeasant
— 1, wiiling zo vork at-ags=ﬂned tash
2, Slightly nnwiliing
36 Moderately unw PL1ing
b, Highle unwilling

WORK PRESSURES

intdusteial
shon averas

at an
meets

Dutput
Cutput

€

Accepts routine work
1e flexible; responds to emerder

Aruitoxt provided by Eic:

(‘19.:) L3

Is rigid, uncemfort tabie if asked to change wor

s
Co Qutprt below sghop average .
de Can respond to pressurs For increesed cutput: Superv&sﬂr relpoup=Ling
e, Cannot respond Lo pressuse Fopr inereased outrut: 3upery: tsorvelronp-Li
S A Cannot sustain inereased outnut vrndar pressure
. g Outout deteriovates under prassuce for nore umtput:Wupervisary~8rmupi'
he allty satisfacrtory \
i Can improve quality urder pressurd fFor more outpits? S aqrvlsn%V-xvanﬂém
) Je Cannot improve cuality undey pressiure ro do so: Sunervisory-Group-Line
ko Cannot sustain imorovement iv auelity under prassure +o do go:Surervig
P Croup~line
‘(:)lc cuality deteriorates under pressure for ¢greater ocutpnt? Supervisory-
] Croup=~Line’
M, Diclikes routine work; needs actlvity and change of scene
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ureynected




L L e

ool & Lo URATIEY & NN
:iVNVQY“ll colorance For work: no complaints; some comlaints; moderate
sorplaints: refuenl To WOTK
N”WW“WFHU*]UMLI iolercnce for work: ne complaints; moderate compraints; f
| vofranl to work ?
{11.CONCEPT OF SELF AS WORKER
A, Accepts rcole as a nrocduicrive worker
A ~__Reasards work as Qistostesul, but nas to be done .
Co " Role of worker 1s net ungerstood 4
d. N”Comfideﬂce in ability to work
e Lack of corficdence inm ability to work
£. —_Conceives self as:
__Profess sional or managerial worker j
“Tuwrnite eccllar worker ]
MenLal worker
Fneirele appropriate ¢ comments Regular attonﬂﬂncc, irregular attendance
kes Unit serlously; ‘

conforms to work rules;: vLulmtes woik rufes,
coTtes to Unit because he /she nas toj conreLves oF Unit as a place to

socialize

LEHAYIOR: Encircle annropriate cowmen s: Tries to learn: nandles complex
ruslew~ handles only sing ] »le; concentrated; work steadily;

Mas S&;”H?QS; has de
«ituarions: Indiv Group Line,

[

follawins gsituations: Indisv  Croup Line

job is best in fOllOWLﬂQ
earning is most efficient in

IV, RELATIONS TO CO-WORKERS:

X, TRelates activity to othars: sasilv becomes rart of Jroup

e Tenis to shun ccnt:ctc; keens wostly to self

2 D On frinze of aroups; phvsically tnere, but not really a nmarticiosant
ve_____ _Avoids interpe OQﬂdl contacts; a lsolate

2, Irritable as a restlt of co=workers behavior

"*._wM”“;Agressive rowards ofhers; orovacative; aearre elgsomes; irrvitadble

To___ Passive towards others; shuns arguments
he rasantially a leader in a group
ie_mw___ﬁs:entially 3 follower in a ¢group 3 _friendly, out-going, popuULE
RUMARKS : ENCIRCLE appropriats COWIENTS. Helpful - competitive;
Aamirolled = impulsives: Talkavrive - auiet: PBelates - witndrawtj Provacative

-

ea and reacts anbrnwal.tel? - ghows nNo aﬁnrspriata

Responds to own mistakes oS \

resnonsesto own mistakes. Ahle o orsanize work met thod - adapts work method
iﬂ%pD”ODfl?LP For a-ui}“nenw. Vo impairment of manual dexterity as related
to work requirements - Marnual dexterity impairment present: moderate; slight;

initations of client as a regult of nandicap: none;

severe, Occu oarlnna
Tiemircations: seversa 1iwmitations.

siight livita+tions; mode: i ne
Vani fested work skhlhs in: Sross manual tasks; fine dexterity task simnle |
machine operation; comnlex wachine o© perabion; packing for shipment; custodlal;

3

~askKE .
B3t performance obtgined in: . Individual tasks (working alone); Individu 1al
rasts (working in group); Oroul tagks {(assembly iine type of wo”k3
vV, RIACTION TO SUPERVISION: a.____ 2 Dequires matter of fact supervision |
. T Reguires authorifative contr HP cﬂm____mumcu1r more than the nermal
;:r:“gr vunerVquvno deo Requires onlvy n hormal amount of supervgglon. 3
=—Pnt is able to oerform

Resists supervision, bu

yrt from ouOPTVISOP & ___FCaanrot accedt sul
elations with ‘oreﬂah.
tn manipulate worker-foreman rnlatxa

qulres emotional supnDC
T *“qpnruprxwta nersonalization of

Att?ﬂots to control foreman SO as

“ships.,

FTMARKS ¢ Enc1rcle anorobriate commants e
T wareie anlle amcretqmm':"‘f‘x o better jobj; tries o do the

Depends oOn buDeerbloﬁ +o enable n
*ob well




SPRINGFIELD GOODWILL INDUSTRIES, INC,

[} DAILY REPORT FOR SUPERVISORS
Narie ' Date
Department Supervisor
JOB ASSIGNED No. Pieces completed Quality

%ﬁ) Attitude toward Superﬁision: (check one)

Cooperative

Neutral

Uncooperative

Reaction to co-workers: (check one)

Over friendly

Friendly

Keeps to himgelf

Hostile

Comments and Remarks:
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