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Course Descriptibn.

e
. ~ *

The'currichlum.is He@igned to=-

. & increase knowledge and Skllls in -
| © -vocational rehabilitation of drug
' abusers, . e
herp clarify trainees' roles as
Vvocational rehdbllltatlon -
§pec1allst N
help tralnees define the prOgram -
Supg ecessary to perform their

job effect‘vely i

. Thig course is dlrected.towa*d personner\ln drug

' treatmedt and rehabilitation preramQ whose ma-
jor respeonsibilities are vocagtiondl rehabidita-
tion counsellng, job develop ent, and placement.

AUDIENCE (The courge .is not 1ntended ,for\ counselors at

' the Master's lével in vocaticnal" rehabliltatlon
ccunseling, though some “aspects of the course
may be’ usefultfor tbis~rudiengo.) v -

\! . . - '

'NUMBER OF " J™ ' 10 to 20
) TRAINEES

Béarn;ng modules focus on--‘-.'

e cllentwassgssment treatment plannlng,
vocational, guldanfe -and counsellng, and
-ancillary s port services;

o',khe.rolé of the vocationad rehabilitationy
specialist in the rehabilitatifin proegss;
o r " [ 4 ¥4 .
e’ the drug abusing gliept and the emgloy-
’ ment problems he(fdces.




TION IN THE QREATMENT SETTING

‘;.

VOCATIONAL REHABILITA

Ve . .
. -

r . . ,
. . 5

Courfe Description (contjinyed) .

. Information is shgred through a balance of lec-
ture presentation$ and experiential actavities

such as role play, skill development, and group

discussion. - o)

.
. -

‘o

One set of trainee materials for each
traiftee .o - ' :

“-

One trainer's'Tanual'for each trainer "

MKTERJELS

REQUIRED : ‘ TP
D Two videotaves: "Lifestyle Interview" and
"€ontracting and Goal Setting"’

‘

Testirg materials (optional)

\ne % inch/b?ggotape deck and monitor

Flip chart-pads and easél

\ | IR ¢

¢ .
Felt-tipped markers . A

Knowledge of course content and laboratofy
training experience is required for all rainegs.
The training team should consist of ‘a minimum Of
one trainer-resource expert and.three to four ex-f , . .
perienced group trainers. If a content €xpert
. is unavailable, experienced trainers who-prepare
by reading all course materials”can conduct the

course adequately. . .
. o \ .

. 'k'
TRAINER :
REQNIREMENTS

‘ FACILITIES A rarge-grdup meeting room ,.',
* NEEDED : ’ ‘

»

Small:gfoub'Work aréns'

TIME
REQUIREMENTS
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" COURSE OVERVIEW

»

L] .
] Sinas .

) -
-

-This program is a five-day training experience fr specialists*

who provide vocationa1‘rehabilitation services to drug abusers
3 . -

R—

in residential or outpatient treatpent programs.

This is an introductoty progrhm‘designed to:

. L}
1]

e increase participants' understanding of voca-

>
*

tional rehabilitation both in geheral and

specifically as it relates to the drug abuser;

Y

e heip participant: clarify their ‘roles as veocd- IR
. tional rehabilitation specialists, identify the

type of program suppdrt'they need, and determine ,‘
L. . ‘

what skills they should develop to perfprm“their'-

6V

work.

, .
The curriculum has been broken down into several .areas.

1) the phases of the'vocational rehabilitation process--

client assessment and treatment planning, vocational gu1dance

and counsellng, and ancillarv support services; 2) the role of

the VR specialist in the 1enbilitation process; and 3) the: drug

abusing client and the problems he faces in becoming‘vdcationally

4

rehabilitatpd,

§" N - . . 4" . . : w '
. t ,

. F -
*The VR spectalist is défined here ds any person pcrformlng
. vocational rqga litation services who has not had specialized
1

training at the kaster's level in 'vdcational Rehabjligation

Counseling. t is assumed that these workers are superv1sed by *
trained counseldrs. | —
) . ‘ ‘ "7




. S e\

. Following LS‘a'hriéf description of each area of the

" curriculum. ' o Ty
IS - . ‘,
¢ * . -‘\ . . ) N
" .» THE VOCATIONAL BEHABILIT.A/TEON PROCESS (MODULE 1)

* * .
* -~

[ N
The vocational rehabilitation procesé has as its ginal §oa1
. | .

the placementrbf the c11ent in & gratlfylng employmen situation.

. Grat1f1cat10n has to do Wlth salary, atmosPhere, type of work,

. ~and opportunlty for the c11ent to experience p051t1ve feelings

abdut h1mse1f "Arriving at th1s result requlres.a seﬁsltlve

.

v .assessment of the client, as ‘well as job development and place-

ment activities that will male the best possible match between
: ’ { o
) thg c11ent s sk111s and 1nterests and the enphoyen S needs. oY

(Lhere.are, howeverw bther necessary cons1deratlons 1n ‘the voca—

. ) . \

T tional rehahalltatlon process.) ‘ Y, ” w o -
. ,; . _.'{. . ' - o N : ,,f'

x e Plahnlng, guldance, careful explorat on of several types of '

uan dry-run 1ntepv1ews, Ahd supportfa ter placement w111 heip

“to developﬂ and sustalnﬁw\lthm*zhe cllent the notion th&t work

o™
méy ‘have 1ntr1ns1c gratlflcatlons, that 1t is not on ;x a-means
r s 4 ‘ ’ . o . -
-+ . to an end.' ° . oo : .

. 4 ! R * l

' THE SPECiALIS:'f (MODULES 2, AND 12) e

lhls part of the course helps tralnees examlne thelr roles/ y

' l.agalnst a typlcal {ob descrlptjpn. The skllls and i ormatlon .
necessary to perform in the roleg of the VR speCLallsF are iso-

iy iated,-and trarhees.are assistez\in determininé.thgzr/needs

‘.\ for training in these‘areas. .- self-directed wdrrbogk'helps

| /r/ e | iy . | . . ’P- - | '.f

..
P d
.

~




, ‘ Overview -

? L} 4 ¢
: 4
.
tralnees to assess themsegves in relatlon to the1 pd%formance,-

and their progr
. ¢
livered. .%he

“in relqtlon to the quallty of SerVLCe de—

rkbook also coh%alns a ‘section that guldes the

P
A

trainee thrbUgh:the steps of the planning process: setting
goals, deslgning an eveluation plan, andnother'planning aotivi;
ties that %iil’help traipees highlight.end-resolve probleme in:m:

._hhei;iptograms. : - ) ) . oL
.- . A D

L] o N
a ‘ ) .

. THE"DRUG ABUSER AS CLIENT' (MODULES 3 AND,8) B
' ' . , ] .. . a ’ -

. * ,‘ t‘ Y
Unders¥anding the nature of the clieht is esﬁential if the
pec1allst.1s to fac111tqte &he client's entry into the straight
world of work The Spec1a%;;t must be aware of the psychologlcal "

and social characterlst\bs of drug dependency syndromes and the !

¢ T ’ . >
» ‘ - / T

thevoourée of treétment. - .

»

’ particular vocational problems that may be expected to arise in”'
( L

A ba51c knowledge and awareness of the drug abuser's life-

style and‘culture will enable’ the spesialist to have a ;’ference
point Ee he works with the c11ent./ Lhefseverlty and chron1c1€y
. of drug dependence can be fru5trat;ng and defeatlna for bothA

. '? cllent end Sp€ClallSt.l xherefore, a soec1allst who 1s.aware of

.. poss;ble problems ‘is better prepared to deal wf!h both ﬁls feel-
/ ’ * " '
°  ings oﬁ.frnstration afid defeat and hosevof'the cllent. r
" ' 4 ~l" . . ) ) .!\ ) ‘: I .. .r""‘—"
CLIENT ASSESSMENT, AND TREATMENT: PLANIS‘NG (MODULES 4, 5, 6). .« -

¢ ¢ . B § ‘- .
. - » . . . I} ] . . , ).
The cornerstone of any helpita:.process is the intial assess-

‘ ment and t\he contract agreed upon by client and sp'e\.'ia‘listz'
. ] ’ . ’ . .




S . 4
_ Asséssmewt'is a syctematié procedure 1) which the’vocational . .
rehab;.l,l‘tatfgon spec,lal*st collectsy 1nfor’:1.1a~t1<>n about and f "G ~N '
: ot . i :
i;he-cl*ont in oiﬁe; Fo LéVelop a comyruhogglve PLhabillLatIOﬁ ]
°plan.‘ It is 1;;crtgﬁt to uso specific soci}l hlqtbry 1n‘o£ma- .
tlon anéwtqbestaallsh a,cort7pct that.reflects tbe cnd‘coal of ' .

“the 1nd1V1dUa4 client. ;hls prouess allows the spec1allst to
. . . ‘. ‘ B
tanllsn wlth the Cllert‘a pldn that makes clear thg oxtent .

Eo‘whioh the client has developad or neeas to develgp,Vbcatlonal
¢

qkblls, knowledge, work hab:ts, values,fand spe01flc ;nterper- .

- ' / »

.

- sonal skillsnecessary/uo ‘achieve the desired outcome.

: RN .
« L ™ * P Y
-The spec1alx$t must also learn to focus on ths ODVlOUQ ) -
a R \ /,.
(f01 example,the ways in Wthh the drug abuscr made it “on the
- ¥
street") ‘ad a means of uncavering existing ‘skilis and knuw;rdqe. _
\ . ) - .
f. ' * . . * g > ‘
e aésesémenb.bhase brgaks duwn intb three essential tasks,
P ) : é ) * ' . . *
¢ ‘with discrete- skills }or each! -interviewing,-evaluating’infof- .
. . (Y : . . -
‘ . ’ . o~ N - . : ‘ ¢ -
“fmatiun, ard usirlg the information to develop the,é;ntracr and !
‘r ) t . L . T .-
the rehabilitation plan. ‘ . o . » .
I)* * ~ ~: ‘ [ ) ’ L
/ ‘ ' ' K : S, .
. The madhles .ealing with this-phase ha}p a twofold purpose: .
//1 : ' . ) ., . .’ ' vt . - ) -
; 1, Thev focus on the kind of information that needs to %e
) collected fgom the client and Significant others, such as: ‘
o . .
. ’ * . , ) ] o .
v a. What tie clic ent yants to uo /
PN . ' ) ‘ ) . ) ’ ) L ] .
\2 ' . b ) . .7 . '
-, bY phat/ salable. skills® the glicnt alreacy has
. , ) Co

& ) ..
. . L. .
) N
.

] . .
.




' ' o \ _' ]
' ! .

s % o0 K : Ovoerview

t - . N
c. ﬁhat_attitudes-énd valueS’the client holde?
toward work - - g
.- " * ‘. ; : ! ‘ : -.B \J
- d. What the ¢lient's mqtivat10p is toward ' '

: . . v .
different kinds. of wexk | - . : Y
.- - O . « .

e. Wwhat discrepancies éxiet between what tho

- T él;enz:wants’(Or'does fot, want) and what ho '

t » o ‘ - . :
’ is ready to do N > e .
' . v . \ J N : ' - .

) “Y ‘ o P ’ ! ' . ’ \ * .
: : : N L, .
. 2. m'hese modules present the formal and-informal inter- ‘
o N\ . . « . -
'1 ) v1ew as. ,a means’ for -estab-llshmg a relatlonsh;.p,
. [ -
. ' collectlnq 1nformat10n, ancd genera{ly a559551nq the _

-e
-
.

- cllent S needed ”he 1mportance of the verbal and Coal '|

: .o : \ .
C. . nonverbal dlscrete hehawlors exhlblted by the ' v u
X .

spec1a%} t that contlloute to a supportlve, non- -

. 1. ’ -’
threatening 1ntdrv1ew situation and achlevementtof__ -
. . - ) ' _. ‘: . . -
o o ' the specialist's 'goals ,is. emphasized, o - r
' N - " : B , e N

: N . . . ] - .
» e . v

VOLATIONAL GUIDANCEfAVD COUNSLLIWGD(MODULFS 7 AND 8)

This aspect of ‘the currrculum focusas on the role cf: the , IJ/.
N -t :
f; spec1a1rst and ‘how he movgs the CILent from the initial assess- .

-
.

ment phdsé toward placement.- mhe ‘goal is to& present a coqnl-
“tivv overv1ew of the guldance and: counselth functlon. An ‘over-
view is a]so presented of the soc1a1 and VOCﬁthﬁgl onoblem¥

. - ) S
experienced' by the rehabllltatlnq druq abuser.

L

' '_ ¢ . . ‘ . . ) i -




vhe mofules that ‘deal with this phase focus on-- i} . ‘
. .' . N ‘ - B ~

. : R .
1, ‘guidance a._ proccess of.cohtinuous_gnal setting

+

and problem solving;

l o . *
~7 . .
L ° . 1 . . . -~

2.~ .yrelationship building for persdnal support and S

encouragement; S

P E S '
" - s o
3.. teaching life skills (e.g., interpersonal skills,

Y ?mployee skills, budgetind, banking} diet planning,

)

° ’

etc.), ' .
/ P , .
s
9

4. 'erntification of job’apd/or training options;

. . * "
- iééntificatiop and refe;;al f&r.support‘resoufces. ) .
. (‘e.g.:.p{lbiic'assistance, family counsél-ix}g, un- . . '
gﬁﬁloyment co@pgnsatioﬁ,-étcl). , ' 7‘\
Tls'Aupfi£A§f SUPPORT “3TVITRS (MODBLES 9, 10, 11) L

¢
> '\ v
L] ) .
. -

- Thi's éspec; of—EQe curriculum focuses on support services per-

. C . . . ' ¢ : ,
formed with the client and on his behalf. ‘4ihe'VR spccialist must
] .‘.\ : s [ Y . ¢ ','
- perceive ‘this function as imperative if the VR proceds is to be

concqtned‘%ith:the total functioning of the individual. This "

course supports the notion that without oihigoing supportive ser-

L A
vices as dn_integral part ‘of the treatment and rehabilitation pro- / -
(% . , "
cess, successful. client rehabilitction is unlikely. Attention .is e ]
" given to-- - e : : | ,
giver . . BN

- )1 1 ) , .
1) adequate job devcloprent policies and procedures,

3




<

| ~Overview
\

2) provision of alternative kinds of skill training :
’ and- ore-of-a-kind, unusual job placements;. r
. . _
3) hlgh1y developnd support progrims that prepare cllents (\\

-
’

v for entry into the labor market by focuSJng on the
-psychological compohents o@fgab readlnessgﬁgob satis- . .
faction, and work adjustment; . : o .

' ' | - J
.7 ; ’ : v P
4) careful attentior to client,life-skills devg}opment.

It is this aspect of any program concernea with total rehablll-

tatlon that must be the most creative, 1nnovat1ve, and respon51ve

. .- e

to individual client needs. The fact ‘that follow-up and other

support services tend to be of lowest prlorlty in most drug treat-

T e

ment programs probably accounts for the apparent lack of success

and high recidivism rates. ' ¢

.Thexmodules.within‘this.functional areq,hill address the followiné:
f * . - . ! ,

o’

1. Job development from - strategic -and tacticalppoint of

gigg;, The épeciafist is assisted in developing planning’
. strategies for job develbpmentb(e.g.,fp?bjecting'needs,
.setting goals and pbjectives).. Spgciflc‘tésks, such as
, employer educatlon, contacting and us‘%ng specialized
"agencies, building a ¢omnun1ty relatlons program to
v

malntaln 1nterest and commltments, developlnc "altnrna-

tive! and uvne-of-a-kind JObS, and bu11dlng systematic.

-

resdurce files will be discussocd. Specialists are also

-~

~»




helpeo tw recognlzh 51m11ar1t1es between job

,. development»skllls and salesmansth. lhey will .
c : . ’ '
have expefience in selling in face-to—face inter-

¢ . i . ~ ) . L

‘ views. - s ~

]
AY / ?

: ‘. ) \ e . .\ .
2. .The issues dealing with prenaration of the

- [

client as well as the emplgyer. Assessing the

,
.

psychological readiness of the clienf, to move into
-a job and designing a plan to respdnd to those
v ) 4

. areas 1n which he seems unprepared are pér;slof
placeme?t planning (e.g{, assessment pf situational

needs such as transportation, wardrobe, stipend,
. " v v
tools, on-the-job' training, etc.). Anxiety about
' - 1 - < .
initial interviews and fantasies related to_ the fear

-

gﬁ‘failing are exploged.’ | L,

3. Follow-up of wdrk adjusthent and oersonal

n

life adlystment as . tHe cllent enters a job and

~— 7

— becomes eltner partlalgx,or totallzflndeoendent

( "of the treatment fac111ty rhlr'tran31t10n meaﬂs in

&

so?e 1nstances, as w1th a therapeutlc communlty, that

‘a

the client must adjust to-a.hew set of work and liv-

v o ing arrangements.f-Despite preparatory’ training, '
g : - the-new envirohment andsliving arrangeménts'may hold:
. . Sy ]

-— ..

5 unfaMiliar/and disturbing elements. Intensive post-

~ employment "counseling services are seen as critical
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‘. a) -methods of co}lecting information apout
. anderdm the client, and how to use that .
information. for current and «uthre plan- ° '
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Y b) Q:?Pb_tlve counseling (e.§., dealing with * -~ ) ,
- anixiety, use.of'lsiSure-time, problems . - : -
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reyative to pePsonal and work adjustment) ; R
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"c) employer evaluation and client advocacy: }' ' o]
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\/] . ' . . . . ! ’
d) future 'planning in training, education, >
. " » !
. N ’ ) ' . .
. job advancement, and vocational change; . Py
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e) -record keeping for effective planning. ' ‘ ‘ot
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it relates to the precedfng discussion. -
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The -following is a schematic representation'of'xhe coursé-as .

I\j - ".‘

'

THE VOCATIONAL
REAABILIZATION
, PROCESS ‘IN THE [,
"PREATMENT
SETTING
Vo
)
.— .\
“ . .a
~ ’
] K
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3
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THE ROLE OF
THE SPECIALIST ’
IN THE PROCESS

IMPLICATIONS OF
HIS LIFESTYLE FOR
VOCATIONAL

~| REHABILITATION

 THC DRUG ABUSER = |

. c N . . . . R '
0"I'HE PROCESS, THE. SPECIALIST, THE CLIENT: OVERVIEW OF THE' COURSE
. * ' . . . ‘- i '

.,
v . "Ny

T

*
ASSESSING THE CLICNT

. Intorvxewxng to collect informa=
v | tion from and abcut the client.
L Arranging for other assessment
meth%js.

PLANNING WITH THE CLIENT
.-

Q)evolopmq goals with chent;

planning a‘course of action.to .

ieve these goals L“

-

0
ol

COJNSELIWG abir cuonics

Implementlno aqrccd upop program
and offering sunport ank guidance
necessary to help the client stay
on ccurse.

v
SUPPORT AND FOLLOU-UP

Conducting job develggment on |7
behblf of client. (alntaining
., contact with client ?p least
three months after placcmeRtato
ensure client continues
rehabilitation process.

v
r
.
, o
\
-’
L]
»
/
- L4
y
)
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' ) ( Resource Paper . .
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THE VOCATIONAL REEABILITAT. v  /CESS =~ ' o\

. : .
. . . . N . .
B ! ! N .
Iy . . ' .
. - ! >
. N . . ) . . s X
. H . ;

I Descrlptlon of . the WR process | Sy, :

" A, Assessment of c11ent -] readxness (for emplovment) ' j'

Lol

" " B. 'Guldance of cIient through preparation for employment

.&/‘ T,
2"

C. Support for c11ent during placement

'U:- Follow-up of olrent after placement
' . E. °The spec1a11st“s respon51b111t1es 'y . , N
1. fettlng goals with c11ent | .'ﬁ‘*
2. Fac1litat1ng personal and soc1a1 adjustment ‘f\
T 3. Making referrals . | | | ;\

4. ’'Developing joos‘

5. Making placements ., j : L ' ‘

’

L

*II. Work and society -
\ . s . ) N
A. Value of work in American society
S ,

v 6. Providing sdpport;7nd follow-up

. -
N )

B. Value of\work to individual self-image) '
o ~ »
C. Importance of gratlflcatlon from work

D. Problems encountered by ex-addicts adjusting.to work

» P

111, Vocatlonal rehabllltatlon process model | ' T

A}

A, Operatlons requlred for effective Wocatlonal rehabilitation

14

B.. Assessment ' | ) \




R C. Guidance . ' S "'

‘ D. ° ) - N | '

. Possible courses of antion, ' N "
: /
" \ _ 1. Vocatiopal training o ' \ | .
' 2. Persorial adjustment trafning | . ‘ - - '
3. "Shé,ltered_,'" or modified, employment : ,
. - 4. social f(—::}iabilitation | - | B
E,. Suppc)‘rt : ‘ . o | S
. o l. Job dev‘elopmght': ' o .-
0 2. Pl#ce}nent . ’ . : . . ‘
" ' ] . 3. Follow-up I‘
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. ' Module 1
‘ " . [ . . Resource .Paper"

@ ] S
B THE VOCATIONAL. REHABILITATION PROCESS - |
) .. . - . . e !

. . ® ’ \ » | .- ' ", ‘ . 'o
I'ITRODUCTION . . AN E : .
v e, ‘ - ‘;:. R
Vocatlonal rehab111tatlon is the process ‘in, whlch a dlsabled
. N [

‘person is assis*ed by one or more- spec1allsts in cett1ng thé
tra1n1ng, educatlon, and counsellng needed to ‘make the. personal
and social adjustments netessary to enter a vocatlon The peces-

’ sary adjustment requires that the client make his values and L

, aspirations cgmpatible withysa system that emphasizes responsible,
. ! \ . . - - . . .
paid employment as a measure of acceptance.  and appreval. “his

'adjustment is particularly crucial for the dfug abusing client.

ln‘oﬁder to\assist a client in this adjustment,ta VR specialist,

- - .

. . must be able to assess’ the client's aspirations, values; r’ﬁ_eeds,
and abilities. He must then be able to SEigé\thé pe;son-throdghs
the\ process of t;:ain'ing, planning,’ referral, and job\ hunting. ;Ie A

.Y must upport the cl;:nt through job development and placement,

1 ° ¢

and, f1nally, follow qp,w1th the employer and)client. Vocational

counsellng 1s the process through whlch these functions take place.

’

. Clients arc often able ‘to learn new attitudes and appralse

1]

asseﬁs‘and liabilities with respect to-vocational rea11t1es.wlthout

™~

requiring\major personality restructuring. .In these.cases,
psychotherapy is not needed. In any event, psychotherapy is not a

fu'ncti7x_of ‘the VR specialist. - '
’ \ ' v .

/e ' . ' g { '7 ’ -
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{

\faciliEEtor of client a“thlty, resource person, and “expert“

oy
‘him for work; 3) to make appropriate referrals for serVices

.client sustain himself once he is employed.

-~ process is the meaning of work in our society. It .is important

¢ - - . . .
) ' . . . ' R - MOdUIe l *

Psychotheraoy may be'needeg_ih some measure, but vocational .“

| lanning, notipsychotherapy,’is the primary orientation of the
p . . -

)

' m'process. The vocatiOnal counselor is the reinforcing agenth

-

on techniques for diééovering information relevant: to voca-\
tional planning. Although the VR Specialist may work with a
client on a number of‘ﬁfoblems, he is primatily concerned with.

. . * . ' M
the vocational rehabilitation.of the client. This is an .

important tonsideration to keep'in mind; because in drug treaﬁ-v

ment facilitieslrole.boundaries between‘vocational and .° -

theraoeuticfcoPnselors are often ill-defined. . N
The VR 8pecialist must be able: . 1) to:establish a centract | . -

with the client, specifying the goals that they are working
R

together' to achieve; 2) ‘o guide, facilitate, and counsel the * . “

client in making personal "and social adjustments that prepare

that are .unavailable within the program:.4)_to develop jobs; L i .
B . ¥~ o
5) to make placement referrals to employers; and 6) to provide

* ol «- ’ Lo .
supportive services, such_as follow-up counseling, that help the ,

r o,

. s » . | ' -
WQRK AND SOCIETY ; ’ | |
-Pertinent to any discusgion of the vocational_rehabilitation

that the vocational specialist understand why people work,

/ N N l ' ’ Pl ‘ . ' [
:/ . l -7 L ) ve ’ -

P L




S S ‘Mbduiel-
for his' goal is'the'vocation adjustment of his cIients, all '//7\

of his-. actiVitios are directed toward this goal
v"

Ours ’s a strongly work-oriented scociety$ the pbility to
' perform in paid employment is used as an important indicator

of personal worth., Although one's ability to secure and main-
e ‘ . ; . \
tain a job is’ one of the ways society identifies o

« - . . !
those who .are acceptable and those who are not, we know that

« &
1
PRY

simply raceiving a paycheck is not‘sufficient'cratifidatiqn. If
paid employnent were the only requirement for suitéable work, then

the VR speciatist would not need to consider such factors as a
{

client s interest, aptitudes and the conditions , 'd v e ‘*‘
conducive to. satisfaction with:his job. On the‘bontrary, he

would need only to find or create jobs his client could do and that

I

would provide the client Wlth the essentials of liVing. The

client 8 emotionai needs or needéi‘or personal satisfaction
-~ . v R4

would not be consxderations..f )

‘
[

However, people are happaest and most productive when perform—

,ing work that fulfills their psychological needs and zrovxdes f)\

;them with the material necessitieSQ Work, as a way o ilse, is
LY .
one of the ways in which ghericans find social acce nce and a

'personal internal sense of themselves as “worthwhile." Wheu,

© for ‘any reason, thg individual is unable to get or keep a Job.
'} )
he is threatened by a 1ack of. soc1a1 acceptance, poor self+~

iconcept, and all the possible reactions that result from feeling L
) .
unaccept.ed (or unacceptable) and wcrthless. . : I




- o ('.- " | ' | : :' . ~ ﬁodule 1
- What is work then, if it is more +han just earning a salary’ | .
'DaVid Steinberg (.1971) .descp}bes his perception nf work in the > . "y
folloving thoughts. L . ' ' o |

Working and growing stand~very close together. Per- N
‘ haps theyy are completely synonymous. At least I can 't,
~ think of how to do one withdut the .6ther. * ¢
Py ;- . Por the lawnmoWers the oppositz of workina is being '
A broken. -And for part of me that"s also true.. My work ( .-
is a sign of ‘where I am. When I'm broken, I don‘t work.
Until clients of drug %reatment and "ehabilitation programs
begin te move toward the societal ideal of gainful employment,
{ . .
f'hence social accegfance and elevated self-esteem, they will
' . ‘ P

continue to be "broken --perpetual recadiViats. Unless the treat--
L 4

) “hment and rehabilitation process with druq abusersﬂincludes an

1ntentional, clearly defined, skillful effort of reeducation and
skill training in preparing the client psychologically and phys-.

¢ S
. ‘ ically to e'nter the world of work ‘qhe rehabili‘tation process is y ‘

l

-incomplete and meéningless. It¢is meaningless if-it does not

fac111tate the drug anuser‘;'abstinence from drugs and the.acceptance' )
of himself as an indeoendent, self reliant membér of" societv. S BT
' Staying straight is doubly diFficult for the minority ex-
addict who is, first of{all affected by his minority status,
secondly, stigmatized as an ex-addict and tﬂirdly, probablv 'y

.’ ) v ' ‘ .
unaware of the values and work skills nécessary to make the

fa adjustfient to a reguIar life. The rate of recidivism for this;a
}

- \

population w111 continue to be eXCe331velv high unlesc treat--

‘-ment proqrams take more seriously thp nee. for systematic

planning to meet the vocational needs of clients.

’
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: /
- herely con51der1ng vOcatlonal needs may not be nnouoh,tand it

Vi -
’ L 4

1s at this p01nt that the counseling ahd guldanCe function that . "j'
. /»
operates in any‘good rehabllltatlon ‘progyam must ‘take over. e
¢ L J

helplng the cl(ent deve10p a genuine appre01atlon of. hlmself as a

worker may be a dlfflcult task. Thld’ls aspe01a11y true for,those oo

; * ’ .
clients: who have not'had experlences "that would lead(them to ‘"/j

- - . - 4 - ’

believe that thc*e_are intrinsic satisfactions to be derived'from ", - ,

the work experlence. SRR - T

-

d'he VR‘spec1allst need not belleve that the work ethlc 1q
. - r [ 4 1 ‘ -
v1ab1e, but he should’acvept that it ex1sts. Desplte phllosophltal "

arguments pro and con, the value of paid employment is an end re-

shlt of the vocat10na1 rehabllltatlon process.' This course is
-

based on the assumptionsg that: 1) given the preparation and op-

portunltj foa a sudcessful work experlence, most peofle would

- -

prefer full or part-time pa1d employment to- the "hasdle" of criminal

Py

actiyity or public assistance;. 2) the majority.of people are.capable of

. ©

and suitable for some form of work activity (work activity is not de-

[ 4
fijed by tne middle-class concept of a trad1t10na1 nine to five job,

but rather by any pald act1v1tv performed full or part-time, suitable

to the individual's psychological needs and interests);.and 3).,the

Y
VR spec1allst mu’t be able to help a clkient dlSCOVCr what he or

L}

‘she is interested in and capable of doing. for wages by be1ng aware

[T | . .

»,_A

ofltraditional employment opportun}tles as.well as alternatives

)

. - . , . .
)that_i?;bfa client's life experiences, preferences, etc. There

., is offen such a disparity between the employnent cualifications




-

~and social profile.o

: . B . Module -1

. .
4 - N

f the typ1ca1 1nact1ve addlct (cr1m1na1 record,
laCk of education, scanty work hlstory and minority group status)
and the needs of the emploYer that the VR SpeCIallst must e

'extremely 1mag1nat1ve and tenac1ous 1n preparing and securing

actual employment for the cliént.

* ’ ’

-~

0o
o
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Module 1‘

® .
. A VOCATIONAL REHABILITATION PROCESS MODEL

Hugh Ward';n émployment and Addiction: Overview of Issues
(1973) describes the.problems of inactive addictsAahd employment
by dé{ining several eleme?ts that have contributed to the "lag"
between treatment and total rehabilitation of clients in drdg

'prcgréms. Tﬁese relé;ant factors are: iﬁ that the per§pectivés
of.agenc;es—and iﬁdiQiduals involved in.tréatment programs are so
diverse that nobody feels responsible for the employment i;sue; and
2) thefe.is'the.pistaken belief that if.quicts are rehabilitqted}
employment will be taken care of aptomatically.

Recently Fhé Joint Commission on Accreditatioh of Hospitals
published Standards‘for‘prug Abuse Treatment~and_Rehabilitation
. Programs (JCAH, 1975), Developed in conjunctién with specialists

in the drug abuse field, the documeﬁt establishes principles that

arug B;pgrams;should strive to mé;t.

The following model for’roational rehabilitation services in -

Lo \.drug‘tfeatmeﬁt and rehaBilitation programs parallels the sfandards‘
established bf thelJCAH (1975). A strong comm}tment\of manpower,
time, and funas_f£om the prograﬁ is reduired to implement this
aspect of drug reﬁébilitation treatment. fhe program nust also
)define its success in terms of the vocational adjustment aﬁd gain-
ful'empIGyment of its graduates. If a program does not have the
resources for vocational services, responsibility should be dg}egated

to an outside agency. However, the agency should éssign a specific

. ~ . .
indavidual to serve as coordinator of the program's vocational

-




het )

and valued member of the treatment team from the mongept“of the

Module 1

rehabilitation component.

This model presumes that the VR specialfst is a fully integrated

©

A

client's entrance into the rehabilitation process.: Often the
J
vocational counselor or spec1a11st is included only after the .

:hlent is belleved to "have his head together, whlch may be a
month or less befpre his anplclpated ex1;~from the program.

" The vocational rehabilitation process.model_presented hefe has
been specificaliy tailored for ;he vocational fehagilitation
specialést. It is assumed that he-is'ﬁorﬁing with a trained

B . A
counselor,* ahd does not have the regpensibility for psychological
4

'

N
-or vocational testing or for test interpretation.

, . 4
..The. vocational rehabilitation process is a planned, orderly

. . -

sequence of services related to the total needs of each client.

-

To achieve this--

%
/

® action must be based upon adequaté assessment information
tthat has been accurately and realisticall& interpreted;
® eachaélient'must'rsceivs services that are rglaed.by a
sound plan agreed to by prh clieng and specialist;

’ ’

® each service must H@ rendered thoroughly and systematic-

[

ally, and followed up:

- -

* . Master's level vocatloﬂhl rehabilitation Pounselor oY other

professionally trained counselois ,
N

’ .
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@ ) e e
S . the\b ] X 1n¢
. /,

uidance and counsed,ing protess is the vehicle

through Which s therapeutie.climatevis established, "-- -~

making it possible to render vocational se%viEe ’

- N ' 4 -
- .. N

® adequate ‘records must be kept for effective admlnlstra-

¢ ' J:
_—
2 .

tYon and evaluatlon of client services.’

+ ©* . The process beglns with a cllent s entry 4nto a treaﬂment and

’rehabllltatlon prbgramO(after detoxiflcatlon, if needed), and *

/ 1% N . ) ‘?
. ends wlth hls suceessful,adjustment to-.a job. ) ) -

rd ° - f
Thé Assessment Function

' . ’ -
The cornerstone of any he¥ping process is the initiél-assess-

‘ | ment and contract establlshed between the cllent agd counse’lor.
Assessment es a systematlc procedure in whlch the vocational
rehabilitation counselor collects 1nfornatlon agpudrand from
tne elient in order to develop a compreliensive rehabilitatiqn
's, :‘ plan, 5 contract refleeting the end goal of the individual |

client once he has been rehabilitated. This plan sHbuld‘

consider the extent to whjch the ¢lient has develgped or needs .

A Y

3 . .
4 . w

to develop'skillsL(Rnowledge? work habits, values, and inter-

. personal skills in order to achieve the desired outcome.

. ) | . . o | ‘

c | | 12

‘$




The client may requirg spec1allzed serVLCes that are not‘
[} . e .
.available within the program. The ‘yoc tlonal rehabilitation :
' \ . NG
specialiSt may draw on resodrézé\such as the “State Department ' . .

of Vocaflonal Rehabllltatlon or the ﬁ\\artment of Employment -

L]

' Services, both &f whlch may be used for special test1ng and

' more soph*stlcated vocatlonal evaluatlon.

Vo 'The énidance Functdion '. ; S }.. . ‘ | 'X’//’ :.

T 2N BT | R R |

‘. Vocationadl rehabllltatlon counseling is a process in whlch the ' ?~ i

' \spedlallst thfnks_and works in a face- to-face relatlonshlp with Y -;3

a dlsabi;d person in order to help him understand-both hls.l | - §Z
problems a{d potent1a11t1es and to carry through; ;l program of .

~ ad]ustment and celf- 1mprovement with the goal of gpklna the best

posslble vocatlonal, personal and social adjustment. . IR
There are, however, some confllcts in thev;:eld as to whether

or notﬁthe yfunction of the vécational® rehabllltatr\h

specialist is primarily that of counsellng or the coordination of

services. The -point of view here,is that the,counseling . .

relatlonshlp is the vehicle througthhlch the client is enabled.-
'to 1) examine his vocatlonal and s

cial def1c1encxes,‘ 2) take ¥

necessary risks toward making life changes, and 3) accept , N\

4

J ' ; T .
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-

L . '

. gervices. Therefore, the primary concern of the vocational

tehabilitation specialist is the'establishment of a trusting,
goal-oriented, facilitative relatlonshlp with the client that
will allow them both to make and follow through on vocatlonal
.,plans leadlng to the client's vocatlonal, personal and soc1all
adjustment. - | o ) , | N .
The guldance and counsellng functlon performed by 'the vocatlon-
'al specialist in the treatment settlng 1nvolves the folloW1ng
‘processes: ‘- \<\ | .; |
o Contractlng, continuous goal- settlng, and problem solv1ng

- ¢
® -Relatlonshlpfbulldlng for personal suppork and encoyrage-

t

ment o s ' R
" ® Teaching or building on egisting life skills, such as inter—

~

14 L P ] '
personal skills, work habits, survival skills'(budqeting,'
banking, avocational interests, personal time management, .
| . . 2

ff - etC.) . . /\ R "_

)

. ® ';dent*fioation of vocational options .

'@ Identification of and referral for snpport‘resources,

e.g., pu?}ic aesistanoe, family counseling, unemployment ¢

»

‘and workman's compensation

‘e .Client follow-up | L

\J

e Careful record keeping ' s

.
B h]
4 . ¥

S Collaboration with other staff in the program'so/i%et

there is continuity in. services delivered to the client .

»” - .
.
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Once the cllent s problem ax;eas are {dentified- and hJ\S goals ' .

™ ‘ .
ar® established, several courses of action. are avallable -’
@ Vocational Tralnrng. If a client needs to develop salable ;"-

. - job SklllS, vocaflonal tralqlng may ‘be neéﬁed "The ‘client.
should be 1nvolved 1n the selectlon of a field for tra}nlng. -

The spec1allst should re- ;easonably sure however, that :'

- there is a job market for the skills that the cllent LS

'.' “ . & . * 3 - *

% being taught.

1]
-

e Personal Adjustment Trajning. The cllent may need to develdp L

and improve social skills that w1ll help h1m get. alonq with -
fellow employees and relate to a supervisor. He needs to

., learn to get.to work on time, ant to acquire essential | e

i

work hablts. | ‘

. -

- . ° - . .
R ® Sheltered or Modlfled Employment. The cllent may have to .."’

" begin his rehabllltatlon in a shgltered settlng. Demands

on him will be made gradua;ly. Pressures will increase

. . slowly until it is clear that the client can function in a

conventional work setting.
P - , -

L Seciil Rehabilitatioh. Here the streSS(is on improbing

ihterpersonal‘relationships so that the client will learn
to trust &thers, to:coﬁtrol his hostility, and t0'deaiiwith
hegative feedback. |
S§\'_ uTheee concerns may be addreteed during individuai or group
couhseling seseiohs, depending-upon which setting meets‘the needs"

of both olient and specialist.,
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_ . ’ , |
‘ The Support ‘Function T \ ' x Ve
‘ ' ’ b 2 2

ST o ' » . . ) \ .:‘\- -t _.'.

The support functlon 1s defined as thosF serv1ces that

o ! . are proV1ded fer the - cllent when he’ is Job-ready--vocatlomally,
. . - 4
.. socially and psychologlcal@y. Support 1ncludes job deve10pment,

&
services as‘an 1ntegral part of .the treatment and rehaﬁllltatlon_

job placement, and follow-up. Wlthout on901ng fupportlve

Eld "

* process, the probability of] successful cllent‘work-ad]ustmen; 1s

questionable. 'For example, the types of supportive activities !

RV : N\
. ‘ that are responsive to the client's needf are: .

° Adequate, creatlve, and realistic job deve10pment pollc1es_

. f ' " and procedurés. ¢ Cony
‘ . .

[y

1 ]

‘®. Provision of alternative kinds of on-the-job training and

. - unusual job placements -as'well as the more traditional

. . L L]
' I ' . i .
¢ : . . H .
’ placeme?k and training opportunities >

P

v ® Highly developed support programs that prepare clients
shly de ans that Py

for entry intq the labor market by focusing on the

.

. /psychological components of job readinese, 5ob satisfac-
tion, and work adjustment

_of Careful attentioh to theiclient's conyentional life-skill

'

f development . ‘ ' . .
The low priority given to support ahd followlup services in

[ . \
nost drug treatment programs may be one factor aontrlbutlnq to

-. 4
the apparentlv hlqh recdeV1sm rates, ’

.
.
B - .
. . .
‘ . v . - .
. . .
, .
s ] . ¢
., o ' .
>
¢ . .
A
.
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\.'\ ! '
L~\ The fenctional support areas are the followi;g:
\{‘ ® Joh. Devel'opmgn;t‘. This ‘is a systematic process: for creating ‘
’  future job opportumities based oanrojected program needs and -
' ; , indi;idual cliemt‘needs:'. ’i
\ | It encompasses employer eduocation, contactlng\and'o51ng

spec1a11°ed agenc1es, bulldlng a communlty relatlons program

. A\ to maintain interest and commitments, deyé10p1ng alternatlve
and one-~of-a-kind jobs, and building systematic resource’
. i | N | g :
files; > . ' . . . )

' \
’Placement. H&,ﬁ we’are deallng w1th preoaratlon of the

AN S
, e . employar as we11 as the cllent.. Assessing the psycholdglcal\
readiness of the cIlent-to move into a ﬁob and_designing a

plan to respond to those areas in wh1ch he seems unprepared ’

Y

]
"» are a part of placément plannlng. Assessment of 31tuat10na1

needs ( ransﬁortatlon‘ wardrobe, Stlpend tbols, on- the-job “- -
" , . :
. training, etc. Yor recognatlon of anx1ety about the 1n1t1a1

] -
- ~ Py

.o 1nterv1ew or “fearxfantas1es‘ about,falllng ate the'. concerns

3 - dealt with dor@ng placement._ . -/ - - -
U R . _ . o v e J .
_ . Follow=-up “" . ] E - | ' )
v ﬁFollow-up'concerhs"worknadjustmpdt and personal; life adjustment

- * { ‘., . : ‘ ) : /. JEP .’ Voo
. . as the cliefit prepares to;Leave the treatment fac111tx and become ’

\
totally independent. Thls trans1tion meéans 'that the client must

-

adjust to a whole new work .and ,1iving s1tu&tlon.
. A
. Desplte preparatory tra1n1ng,,the~new env1ronment and 11v1n§'
L] ‘ 5

¢ .
.arrangements may have unfam111ar and dlsturblng elements for the
. R - \ . .
- o ) s , . . . . . N
~client. IntensiVe postplacemeh‘t counseling°serv1ces are critical ‘

’

. to the work adjustment and long-term rehab111tatlon of the cllent.

- | | o :?‘ S

Q ‘ 1-16 - (3
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LA 4 o, . . -
~ s . ’
* ~
«/' . . .

Supportive counseling in. this area may include: _ \

)
“ ° Performing follow-up (oollecting 1nFormation about and

!

from the client and use of‘that information for cuwrent
L N

J. e and fu“-ure plannrhq) B i., '

- 4

° 'Supportive counscling édzaling with anxiety, use of |

A

v leisure time, problems that surface relative 'to pexsonal

st Co
‘., °' . <« . work and work adjistment) . R
.+ e Employer evaluation add client fadvocacy . - .
_ ' \
. e Future planning for training, education, job. advancement,

and vocational change .

' & Record keeping for effective planning . -t

[}
. ° . ' Y .\ .
. " ~ 1
.
’ Ld N
. .
. ™ ’” .

SUMMARY  © B

. . 3~ - ' . -
. - . . _ : Y

. A °
.- S { .-
o

-. o he effective, any druq abuse treatment: a;rd rehabilitation

program must include a comprehen31ve vocational rehabilitation ‘.

- ‘

. ~effort, complete Wlth realistic goals and obJectives. This
vy o

'efiort includes assessment of the client' s sntuation and’needs,

KN -
guidance through a difficult period of adjustmeht, uogort during

. the job-ready period, follow—up after placement .and all of the

tasks included in these four maJor areas.l-; ' .

N o
) . . . ) PR » ] -
“ . . N i
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Resource Paper '
Topic Outline

| THE VOCATIONAL REHABILITATION SPECIALIST
! ) .

I. Vocational‘rehabilitation defined . o . '

. . . .

+ O A. Finding employment for client,throuéh‘

. ‘ 1. Assessinq client's aspiratlons : '
2. GuldlnP cllﬂht to goals
. T e 3. Supportlng cllent through placement

4. Following u p with employer and cllent _ )

. B. 'Importance of gooq‘plej’hent o S ’ : - .
II. Primary functions of the vocational rehabilitation .o )
: . .specialist “- ‘ | ! ‘ . > ’ .’

’ A. Planning and program development . : ' .

B. Counseling ahd problem.solving | o
< C.~ Cllent assessment
D.- ducatlonal and occuoatlonal plannlng
L. Rcferral |
'F. Staff counsulting ' : | | ' -
:G. Community relst;§ns;

H. Job development‘ ) |

I. Job placement




III.

v

gspecialist in thé’rehabiliq?tion proéess

A.* Specialized services

Vocational evaluation

Vocational training

ﬁ%gsonal adjustment-’ training

*

Sheitered émployment

Social.rehabilitqtion

Placement

_Follow=-up

2-2
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' Module, 2
lesource Paper

‘ . ’ THE VOEATIONAL RE'HABILITATI@SN SPECIALIST v
., INTRQDUCTION . - P ) {
Many treatmeht:programs do not have an individual desigrated .

“to perform vocational counseling. Instead, a treatment coun-

)

selor must often perform this role in 'addition to myriad other duties.

’ In order to provide thig important service to clients, the Special-
ist must be aﬁére.éf the vocational rehébilitation.prbcess and the .
specific role that he plays. The following description repreéents

‘the role and functions*of the VR specialist in a trecatment program.

' _i{ It presents definite standards upon which specialists can pattern
'*  their approach. ' 2
"N In Module 1 w& defined the vocatioral rehabiiita;ion specialist

\

as a staff person who pro{ides vocational counseling under super-

/

.. ) N )
. vision of a treatment counselor (program director, etc.) or a

vocational rehabilitation counselor. A master's dégree in v
vécétion&flrehabilitation is'ggﬁ a prerequisite for the specialist's
. - . \ .
role. u} |
The specialist's pfimagy responsibility is to‘facilitate the

ciient's entry into the working world. Through vocational coun-

—

s€t.nd he helps the client move toward finding meaninéful employ-

» ment that will enable him to become an independent and productive,

member of society. To achieve this-goal, the vocational rehabili-

4 . ')

tation specialist concentrates on specific functions that include --
.y assessment of the client's needs, abi;}ties and values; counseling

' through the jdb planning and hunting proucess; support during job

’ e 2-3 ¢+ -




Module 2
.
placemenl;and follow-up after employment is estapblished. “he
vocational rehabilitation specialist is a reinforcing agent, a ,

resource person,and an "expert" on techniques for discoverin
. | q

)

data relevant to vocatiohal planﬁing. Because of the numerous
. 3 ] \ .
essential services performed, the inclusion of the vocational re=

habilitation specialist early in the client's treatment is an’

i

important consideration.
¢ ]

The vocatlonal rehabllltatlon spec1allst may be tempted to
find employment of any klnd for his cllent in the hope that this
will aatisfy‘the olient's needs and perhape satisfy his own
supervisor's need for:eccountability. Although this is an import-
ant function, the specialist must recodnize that mere placement
in a.paying job may not,lin fact, meet the needs of the client.

The jobless individual may see job'placement as paramount \
among his needs, however, a poorly placed person is-often, ulti-
mately, an unsatlsfled person--one who, albelt employed, w111

e

soon be seeking an escape from an unsatlsfactory way of life.

&

- Further, if the emphasis is on finding wor: 71y kind of work,
‘there is the risk of ending up in.,a d : 1t is the
counselor's responsibility to couple t - 7% the clir '~

1mmed1ate need for galnful employment witn .ontinued counseling

. almed at rettalnlng for higher sKill levels. The client then is
employed and equipped to make more appropriate and satisfying
vocatlonal '‘choices.

Other .concerns spch as community relations and program devel-
. \ '
opment are also important to the specialist seekino to do a

A"
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. . 2

thorough job, though they may not‘seem directiy related to client .

services.
vices- |

PRIMARY FUNCTIONS OF THE Vn_ii::iALIST L | N
Major functions of the.VR specialict in_thé'helping relation- . ,5

ship with the cliént include the following: '
. ) .

* @ Planning and Program Developmer.t )
¢ Counseling and Problem'sblv}nm

@ ~Tlient Assessrient ~
e Cducational and Oécupational Planning
e Staff ~onsulting * -
° Community Relations

e Job Development

e Job Placement . | \) "

Planning and Program Development. Before any one of t.ese

activities can be undertaken,.rcooperative plénning_by the entire
staff must be implémentedu Planning and progrqm'deve}opment may
also include input from the community'and agencies coéperating in
formulating the program's objectiveé. It is imperative that the
objectives of the progr;m, és well as procedures. for meeting the
.objectives, be clearly defined and stated. )
The vocationalfféﬁgbilitation speéialist'é role in this plan-~

ning process is to--

'@ assist in defining .objectives of the vocational rehabilita-

tion program;

o identify needs of clients;




’

Module 2

. ' M «
® assist in developing plans and procedures; . ‘
e evaluate the planned program. ' -

-

. - I
Counseling and Problem Solving. This is the primary mechanism ..

for building trust with the client, for obtaining inforﬁation about,

the client, fqr establishing a contract and goals with the cliént,‘
and ultimately for assisting the client in maintaining suitable .

\ - FEER

\ .
employment. ° _ ' " ‘

~

During-vocational counseling, the specialist builds on %reat-.

ment counseling.‘ In ¢rder to do this the gpecialist--

reinforces the client's efforts to understand and accept
\. ‘ ’ .

L]

e assists the client in exploring and understandihg his own

v . values and attitudes related to work; ' .

e provides the client with objective information about him- °

-

self that relates to his\preparation for work;
. \ ’

. . » . . .
® provides new 1nformat10nggpput the environment to the q}lent;

® assists the cliggp/in establishing goals} solving problems,

and making plans. !

Client Assessment. This function may be sHared by the intake

worker (or assessment specialist) and others. PartictuTarly in
programs that use other existing agencies, such as the State

Department gftVocational Rehabilitation Employment Services for

¢ . »” .
client assessment, the VR specialist is the coordinator of such

' . .
services for the client. The DVR, for instance, can provide general

and specialized api:itiude, vocational interest,, ahd psychological '

-,
L 3

testing' and man, ‘other services. Background data,

- \
2-¢42
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ModTtle 2
¢

standardized testing results, academic reéords, results of

cofiferences with others, agd other data about the client are

shared with the cElent for his use.

'S

< -

Y

S

. ‘ .
<5

The vocationaﬂfrehabilitation specialist -~ :

e

¥ ) -

coordinatés the compilation of useful‘data about the client;

maintains recorWls about the ¢lient;
+

' interprets }nfbrmation for the clieht in a manner acceptable

{ -
to-him; . o

. .
| P

assists the client, through personal interviews, in gather-'

l ing further information aboutihimself for self-understanding

and decision making.
X .

Educational and Occupational Planning. Distimctions between

short-term dbals; mid-range goals, and long-term'godis must ba~"

made with the client( but the VR specialist must bedr in mind that

‘that intelligent planning for the client's educational or ocdupa-

“his perception of time may differ from the client's. It is crucial

<

tional goals betconducted for and with the client. People are

?ot stati¢, so that the growth and changing needs of the in ividual

I ”
fust be considered while conducting such planning. \,

The vocational rehabilitation specialist--

relates the client®s interests, abilig}es, aspirations, °

.
and experiences to both current and future-educatjonal or
occupational opportunities;

assists the client in understandibg procedures for applica-

'

\

>
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‘tions and job inteviews;

e keeps abreast of specialized job programs afid training
opportunitfes.in his area:

e describes current educa;ional and occupgtional Gppbrtunities.
(This ﬁay involve group programs, goal-orientedéroup sessions,

' or other methods of comﬁqrication.) ,
- _ y d . | .

Referral. The VR\specialist as a major responsibility for
making and coordinating referr'ls to agencies outside the tr?at-
ment agency and to specifl service departments w1th1n the agency.
The VR specialist, therefore thust be knowledgeable of the variouw
services avallable to the Ellent,‘fqh must make sure that contacts

/

with servxce providers .are establlshed and malntalned

The vocational rehabilitation specialist--

O oA(maintJins glose.workihg relationship: with referral sources -
and cutlets, e.9.. state department of vocational rehabili-
‘tation,.stafe depaftment\of employment security, department

“vof social services, family services agenciesis

[ establi::es'referrai procedures where applicable;
°o miig;a'

staff Consulting. The spectalist works closely with other’

S folfow-up'of feferrals.

L4

members of the treatment program in order to maximize services
to the client. | |
/fiEThe vécational iegabilitation specialist--
o' shares appfopriaée client data with sggff;
° repregehts his client at case 'cd}ferences and participates ‘ .
in staft training programs and meetings;

o provxdes .caff with valuable information about the needs

44

of clients. . 2-8




specia;;st.

productivity, and self-esteem. Placement is not necessafrily re-

.stricted to job placement; it%also refers to finding' educational

Module |2

3 . S £ .
Community Relations. The treatment program has the responsi- f
biiity of interpreting its services to the tommunity. The VR
specialist' can partially accomplish this by maintaining contacts'

with dther agencies that can serve his clients. DMuch' of thl.
—~ - ,, . s v
work may be performed on an informal or personal basis.
. l [} L hd .. -
Job Development. Altkough this resnonsibility may belong to

another specialist, job development could be the duty of the VR

~

It requires a great deal of work--both in person and

.

on the phone--to establish a pool of job resources for clients. .

Patience, diplomacy, persistence, and resourcefuig;ss are essential -

characteristtcs for a successful job developer.

Placement. This responsibility is cru¢ial .and involves many
4 . _ oo

qf e services already mentioned. . The VR specialist must ensure
that an apprbpriqte placement is made, one that will satisfy not

only the immediate need for gainful employment, but also the clients’

'more deeply felt persbnal needs for dignity, self-sufficiency,

programs for the cli?:js that will better equip them for jobs.

J
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>

INFORMATION NEEDED BY THE VR SPECIALIST | . , ‘
. IN THE REHABILITATION PROCESS . - | ~

. . .- 4 \ . d
A ' _ * . .

." In the préceding section, we discussed the various activities’

(components) o% the réhapilipétién process. This section will

\jrev%ew'a‘seriei’of questi?ﬁs fn;t the VR speéialist»needs to ,1
consider abopg’the needs of tﬁe client.’ The answers to these 
qugstions may, in fact, dictaté the appropriété'treatment or

-

_'?rehqbrlitation plan. \
o , . l\

S | ‘ ."'/\ ,
At this tjme the counselor must be- sensitive to what his client

is requesting. That mears paying attention.to both stated and -
. ) \ ¢ . ., '
implied goals ‘and needs. He hmust observe the client's behavior

‘ - and determine how to\make the best use of,\t,he,t)client!‘é' ‘existing

— e

skills, attitudes, and aspirations while discouraqiﬁg negative
. ) .‘n o . 4 . .
Qr maladaptive behaviors. He mus; also be jware that readiness

for‘vopétional planning or employment diffeis wiéely from client

' " to client. R e .-
Specialized Services. Is special tééting necessary? Are ;-'
.physical handicaps present? Is psychiatric interbentiqn neces- .

+ sary?” Is hospitalization géﬁuired? 1f any of these services
‘seem nécessary, the spécialigt ﬁust discu;é‘phem'with his client
aﬁd his éupervisor to agréé on;thé best methods for implementing
. the services. | . o |
‘

VocatignallEvaluation:. The'spécialist needs a complete picture .

of the vocational’ background of the client. Vocational explora-
. tion may be necessary. Interest and aptitude testing may be

appropriate. The-fol}owing types‘of testing are usually available-

A}

2-11 10 ' y
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~~+ through the State' Department of Vocational Rehabilitation: per-. ‘

sonality tests such as the Minnesota Multiphasic Personality

*

Invento;x, 1nte111gence tests such as the, Wechsler Adult In-

©

telllgence Scale (WAIS); and vonational tests such as The
[}

'Kuder Occupational Interest Survey (KOIS), Rhe étrong;locational

Interest Blank,-The_Differential Aptitude Tests (DAT) and the . -

’
Pl

General Aptitude Test Batterxﬁ(CATB).

a

' Vocational-Training. Many clients will not have salable job

skills. I1f vocational training is suggested, the SpeClallSt must
be sure that the cliernt understands the length and demands of

such training. Is remuneration part of the training? Will a

v : '
job-be available upon completion? What is the labor market out- )

™

look for that kind_of job?

Personal Adjustment 1raining. The client may have to learn to ‘_
get along with‘fellow employees and to ?elate to a supervisor.

T . e may need to learn to get to work on time as well as to acquire
the nork habits essential to the fgb. _ihe specialist must be

aware of each client's adjustment needs and\ensure that the most

appfopriate program is undertaken.

Shelte;gd Employment. If the client must begin his rehabilita-
tion in a sheltered setting, the VR _specialist must undertake to.
coordinate the placement and, most importantly, follow up to
cnsure that the client "graduates" to more demanding enployment’

{

as soon as he is ready.
)

Footnote:

-

Please see the appendix, "Psych::metric Testing," on page 449 for ‘

additional infermation. S ‘b

« ’ ‘ : 2-12 - 47
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. ” <
Social Rehabilitation. lLere the emphasis ig on interpersonalk
- ~ ) g : T N
"' -'re_latior’xships. /H\e client must learn to trust others, to control - .

his hostility, to deal with negative feedback. Techni&ues useful *

~
v

® ] .
for the client include role-playing, group counseling, and
practice in relating to a wide variety of people and situations.
Placement. The'specialist and the client must work together -

) 3 ' . _ :
tq\find a suitable job for the client. %he client must pass an

initial eﬁployee interview, become familiar with the requirements .

] ’ '

of the job, and be prepared for the new e&perience of a day-to-day

) - ’

working life. At this*point, it may be worthwhile to spend séme‘
time with  the employer‘(of supervisor) to be sure ‘that he under-
stands the client's status and will take into account that the

. client is undergoing a .critical and difficult LLansition'in his

. life.

Follow=-up. Although the client may be placed, he may still

have fears, anxicties, and work-related problems. "he specialist
should be available on a regular basis as long as it scems neces-

sary. ihe first few days on the job are often the most traumatic

for the client; support and encouragenent may hLe necessary .

’ ’ ’

. In the first two modules we ha%e concentrated on an overall view
of the vocational rehadbhilitation vrocess arnd the role of the vocation-
al rehabilitation specialist within that .framework. Tach of the

. succeeding modules wilMl emphasize the impluementation of these

concepts and functions. 'the following modules represent the
, ‘ ‘ .

"how to" of the course~--the praumatic.proccss of- conducting a
sound and effective vocational rchabilitation program.
' « 2-13 1 & | *
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2, . - Module 2
. : o _ o . Learning Activity 1
‘ ‘ . ‘ . S
. , -~ . . . ; .
. - ' VOCATIONAL REHABILITATION SPECIALIST
‘ POSITION DESCRIPTION® -
\ | - . y .
' l. . , ' : ' o . - Y
Y ' POSITION CONTROLS ' o
B ¢ r ' [ N
‘ e . . 0 R _\ ’ c ‘ \\ , 1
. . . . . . I& . . ~ e, ." ‘\ : ‘ -
) "The Vocational Rehabilitation Specialist\t .

The' VR specialist works under general supervision of the voca-
tional rehabilitation counselor or treatment\counse}or.- Technical
supervision may be available from a centraliikd vocational rehabili-
tation unit or the city's vocational rehabilitation depaktment. *
Work is reV1ewed by a supervising, counselor and\a program administra-.
tor.

\ S o AN
" DUTIES AND RESPONSIBILITIES ' | \\.

The Specialist-- | o , ,

1) collects available social, educational, economic, and
vocational nformation on the client that can’ be used
in securlngisuitable employment, -

. '.‘2) ‘contacts emploYment and soc1a1/c1v‘1c.servi,ce agencies :

' in seeking employment for the client; o . Y
b4 . ‘. . * ) '
3). is responsible fo? follow-up information’: -

4) conducts employmenqggg%ystment sessions with cllents ‘to _
1n$truct them in appPlying for, securlng, and m ‘ntaining a JOb, s

5) malntalns accurate records for statistical purposes of' number
- of clients referred by counselors, number of clients referred
to various agenc1es, etc.;

6) keeps records collected on intake and updiies records periodically-
. "to include employnent needs, previous erployment records,:
ap%fentlceshlos and SklllS of all clients, trainin& needs, etc.

7) part1c1pates in treatment team meetings;

8)y performs other-duties as assxgned.
. ,

“Outpgtient Drug Free Treatment Manual, Spec1a1 Actlon Offlce
Monograpﬁ August T974 Series C, (4) 48. | v

o 215
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. forces that help. or ﬁinder'you in'meeting»your(rgsponsibilities

Module 2
Learnlng Activity 2

‘ PROGRAM FORCE FIELD “ANALYSIS

: 'ty | - ' -
The form on the facing page is desigred to help you exami#exx

your prodram forganizational) environment to determine ‘those

to your clients and to the proéram.

] \ : f e
. . R

The value of the form lies in its ability to stimulate your
thinking about many. factors. The more forces you can identify
\

~in eithep direction, the more useful your analysis will be

- \

as you plan y: ur straﬁegy for 1ncrea51ng your support. _ \

AN

L]

N ) .

Directions. List, along Ehg arrgws pointing down, those
’ ~

factors in your program that HELP you do your job, (+ factors)

,  for .example, good support and supervision, clearly defined

(g}

4

. 4 o
rehabilitation goals for clients, etc. Next, list, along the

‘arrows pointing up, those factors that WORK AGAINST you in

)

doing your job, (= factorsf for'example, little or no commitment

to .he vocational rehabllltatlon agpect of the program, T

.

hnmotiyated clients, job not clearly defined, etc. | N
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' Module 2
) . ! T a'arning Activity 3

SELF-ASSESSMENT FORM ‘

DM rections for Use o .

i

This self-assessment form will enable you to record the
information that will help you determine those areas in which you
should: concentratel your efforts toward skill and knowledge
development in this training Qrogram "It should also provide a
yardstick by which you can measure the program's éffectiveness.

Unless you determine otherwise, no one but you will see this
assessment. - There are no right or wrong answers to an assessment
of this type. 1Its value is directly related to your candid
assessment of yourself in each skill and knowledge area..

Your group has discussed the role and function of the’
vocatlonal rehabilitation specialist and identified the skills
and knowledge needed #0 perform the job. To use this form,
simply write each of these areas on the lines (a to t) on the left
side of the assessment form. Next circle the number that
corresponds to your rating of yourself in each area, from a minimum
of 1 (no knowledge or skill) to a maximum of 5 fcomplete mastery
of this skill or knowledge area). You need not rate yourself for
those areas that are not part of your job.

After you have rated yourself in each of the skill and know-
ledgé areas that applies to your job,. review the list and decide ‘
in which areas you feel you have the greatest need for improve-
ment. Place an X over the number that corresponds to the degree
o prof1c1ency you realistically expect to achleve as a result of
this trglnlng program.

Example’:

Skill and/or Knowledge Area Degree of Proficiency
: | . . 'X
a.%nuu,%z@;jﬂ' 1 2 3% s |
L] ‘ L] ll K
b. dupusrtuwe Mg&o‘a_ 1 D3 4 s

. 2-18 ‘
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Learning Activity 3

SELF-ASSESSMENT FORM

- Skill and/or Knowledge Area Degree of rroficiency

~
~

ra, - I | 1 2 3 4 5

b. . B | 1 2 3 4 5

c. | 1 2 3 4 5




Module 3
Resource Paper
Topic Outline

UNDERSTANDING DRUS ABUSE: IMPLICATIONS

“ )

FOR.VOCATIONAL REHABILITATIOHI

The effect of lifestyle on drug abusc

A. Reasons for examining lifestyle

B. Distinct lifestyles of drugtusers //;L?*Kx\$
1. The street addict | &
2. The dealer addict
3. The shooting wallery addict-
4. The female addict |
_5.“The suburbanAaddict;,

) 6. The employed addict

’/5 7. The addict under treatrient n

»actors %hat contribute to chronic drug gbuse and ¢he

rewards of addiction 2

A. Why take drugs?

1. Availability of the drug

2. Peer group influence-.

3. Escape and personality thcorics

4. Antisocial theories

a




Moéule 3

-B. The reward of addiétion
1. Physiolo;;ical‘effects : | . ‘
?. Psychological functiogs ﬂ
3. Sdbial'ﬁpnctions

4. Development of survival skills

III. Factors contributing to the resumption of narcotics;

aspects of the drug experience -

‘

A. Phafmacological
B. Conditioning ¢ ' -
C.‘/Lack of life options'

. y | o
* [ 1. Double failure theory

*
s . 2. Alternative occupation theory
3. Anomie theory \
4. .Subculture theory
IV. . What prompts withdrawal?
A."Avoidance of negative factors

B. Physical deliberation

C. Need for support during uithdrawal

V. Summary :

‘)—
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Resource Paper

\\ .
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~

;o 'UNDERSTANDING DRUG ABUSE: IMPLICATIONS
FOR 'VOCATIONAL REHABILITATION

INTRODUCTION

I; is important for anyone working with _inactive addicts to
understand the dynahdps, both personal and social, that led ;6 the
individualfs decision to take and eventually require addicting
drugs. As with any other medicai or pSyéhological éonditioq that

- 4

o radically alters an individual's life, or removes him qr her from
., | the normal course of existence, the precipitating factors must be
understood-if a long-lasting chang%_is~to be effected.
;  In this_moduie, some of the causes of drug abuse are digcussef
and several réfefehces for further reading or ampllficavion are .
: t
» providéd. The module treats three issues--individual 1i~?s£yles,
factors‘tﬁar'contribute té continued or resumed use of drudse, and
events thét motivate the individual's withdrawal from drugs. '
Although these issues are‘treated separately, there is,_of,co rse,
" a dynamic §rocess goinq on with an individual that cqpﬁot be as
easily “isolated in life as it is cn paper. The important-.

.cénsiﬁeration for the yocﬁ%ional rehabilitation worker is that he

understand how and wli}’ this dynamic process works.

3-3 '-) 8 .
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a

el

WHY LOOK AT LIFESTYLES?

The wort challenging aspect oflvoqational reh&bil%tation is'
that it requireg‘the client to make dramatic changes in hHis iffe.
Whlle 1t fs perhaps as unfalr to say, "The drug abuser behaves
11ke ve .'.," as it is to say) "The construction worker beﬁeves

11ke C .o, it nay be -important to define and categorfze Jife-

styles typlcal of drug abusers for several important practlcal

14

!

reasons.
. For one reason, previous or current lifestyle provides a

critical'index cf the;amount of change a person-must.make during

. -
iy R .

,rehabllltatlun. In moving from a druq-abusing to a rehpbilita-
ted state, the client is faced not only W1th.g1v1ng up drugs-

but also w1th giving up ﬂhny aspects of his life that he values.
As he enters rehabilitation, the client must ﬂeC1de flrst of all -
whether he wants to give up a major part of his life and, secondly,
if the void created by glVlng up drugs can be flll d‘W1th some-
thing as good or better.

It is also impottant to censider the addictfs lifestvyle

because some of the traits exhibited are not always detrimental.
The eruq abuser Sften develops a perticﬁlér kind of existence

that eqables him to live suecessfully as an addict. That life-
style requires an ability to meet needs under stress and provides"'
learningiexseriences that may be transferred to legitimate endca-
vors. It is importént, therefore, to attempt to identify the

. '; .() -~
- . 13-4 ‘
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-

' positive aspects of the ad:1ict's fofme_;, lifestyle in the early
stages of vooatiooal rehabilitagion so fhat they may be adapted
, & to job training and phé counseling process (Nuroo, 1972).
rAnother reason for analyzing the'lifestyle of each client is
“that helplng profe551ons trad}tlonally have focused more atten-
tion on_ actual drug use as'bpposed to the facto*, underlylng
addiction. Many workers and theorlsts percelved the 1nd1V1dual s
problem as drug abuse, W1thout giving attention to the ;nd1V1dual
and/or social psychology (or, perhaps, pathology) that precipitated
escape through drhgs. Although the focus in this courée is_on : Ik
| N

‘the'iqgiyidualﬁs use of drugs, we are aware that the drug

abuser may be the symptom of a fragmented\fociety (just as we

~ have become aware that drug use is a symptom of problems that /

Ye to "treat"

'4
' ‘ preceded addiction). . The approath would th
\\\ the quality of life experienced in our socie rather than the

individual. B S K

A

L | _ o

3-5
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.\
DISTINCT .LIFESTYLES

-

o e —

.Dav1d Nurco (1972), in his artlcle, "Clinical Impre451ons of
Lifestyles of Narcotlé Addicts," describes seven dlStlnCt life-
étYles: the street addlct, the dealer addlct, the shootlng gallery
uddicti the female add;ct, the suburban addlct, the employed

addict, and the addict under treatment.*

4

\

.The Street Addict A

’

Accordihg to Nurco, the stréet ad

¢ ~

common of all addict lifestyles. The stree

ict's lifestyle is the most

addict is defined as .

a heroin addict, unemployed, with no aspirations to become emploved.

He supports his addictien primarily through i;leual acts, 4
and has had repeated experiences with police, courts,, and
b ' ‘

the jails. . ‘ " ‘ - R :

-He beqlns his day w1éh a flx or an~effort to obtain money for a
)

fix (usually through illegal means). He pays little attention to
food, clothing or his living conditions, concentrating instead on

maintaining his habit. He rarely has nonaddict friends, and may

be regarded as a "dope fiend" by his peers. ‘ : ‘

*uditor's Note: These categories are nrovided as a guide to
possible tvpes of addict lifestvles. Thev are nc¢ . all-inclusive,
nor mutuallv exclusive; particular 1ife stvles mav show character-
istics other than thosec listed here, or mav nossiblv be a combina-
tion of them.

1

61
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Street addicts may also be described és "hustlers." ‘They orten .
. _ )

work at specialized schemes for haking money. In streét society,'
they are fanked-‘according to a fixed hierarcﬁv of prestige--
thaig money4ma£ing power;\ingenuity, and versatility. There are
various hustlers on the street,_and one hustler may perform several
different types of hustles. The scene is dfﬁen described as one -
big rat race.A '

A street addict'méy'make an attempt to undergo treatment, if
only to bring his habit within the scope _of h}s financial capabili-

\ .

ties. He usuaily finds some reason not to continue treatment, and

_returns to the use of, drugs.

. e . ‘

4

The Dealer Addiet

’

The degle; addict is usuallitmore deeply involved in theladdict
subcult‘ ‘e than any ofher type. Though some dealers are ﬁpt
addicts, those‘wﬁo'are addicted are in the great majority. The
adéict deélef is likely to be male, between the ages of 16 and 40,

and probably has been a hard core heroin user for years. He is

probably known by the police, and is usually popdlar with all the

buyers in his area. He attempts to protect himself ?y knowing the

—
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cﬁaracté}istics and personal%ty of the cop on the beat and the
people most' likely to inform the police. He is ‘aware of all . )
nelghborhSSd act1V1ty : , : ’
Phy51cally, the use of drugs of unknown potency. often po?rly
administered under unsanitary conditions, takes ats toll. Edema,
- especially ot the hands and arms, collapsed véins, liveriand
kidney disorders,\and abcesses plague the dealer addict. Because his
.consumpflon of heroin 1s usually greater and moré constant than.
that of the nondealer addict, iérqe aquantities of "cut" (her01n‘”-7

diluent: usually qulnlne, benlta, or milk sugar) bulld up in Q1s

body . He beoomes uncertain of his actual *-olerance level.

r ¥

The Shooting Gallery Addict

® . The shootlng ‘gallery addict supports his habit by performing a
service for his peers in return for money or drugs. The service
usually consists of prov1d1ng for other addlcts a place to admlnlster

-

their heroin and the paraphernalla regulred. His lifestyle is

-

usually less hectic than-that:of his customets. 'Because his
) servic;t are constantly in demand, tﬁe adaicted'shpoting gallery

operator may rarely leate the house. Thé house in wtiCh the

gallery is operated is usually in- a neighbo;%ood charactgr%zed by

low income families, high crime rates, and neighbors who are thor-

oughly familiar with the ghetto philosophy of avoiding trouble by

ignoring what is none of their business. If the house is shared

63
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)
by non-addicted .family members, there. may be freguent &Fessqre,on
F'Y - R

T ———f

. the gallery operator to.end his services or ‘move elsewhere.
. ( . .

The Female Addict &

Most female heroin addict;\are‘uthr 35 years old. There has
beén a marked increasé recently in the nuﬁbér\of l6 to 25-year-
old female heréinfaddicts. ‘

A female addict-often prefers to attach hersglf to a male
addict with whom she might live, usually in a common law relation-
ship. A réciprocallagreement is Likely to exist throughvwhich she%

- coﬁtributqs to the fiﬁancing of their joinp'habit in return fér a-
: deéree of protécfion from other addicts who may fry to take ad-
'  vantage of her.' ‘ | ‘ ‘
The female heroin adéict:’like her male counterpart, is con-
‘ stantly in séarch of funds with yhich to ‘acquire heroin, but ‘she
offen has added-options,‘ If she isalready a prostitute, for
'example, she has an‘accessibie source éf fundﬁl
Prostitution, while dominant in the lives of manQ.female
addicts, is not the only means available fof,women to support
their habiés. Many work as couriers, transporting bundles of
drugs from tﬁe seller to the buyer. ﬁgies, especially if they

are important in the drug organization, do not like the risks of

carrying drugs. Therefore they ehlist females, who may

P

receive more lenience in case of arrest.

v

- . : | 3-96
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L

A The Suburban Addict, | .
d | |
’ The 1?féstvle of the suburban heroin éddic; differs from
that of thg éhetto ofrstreet addict in‘many ways. The ghetto
* addict is usually\a‘delinquént with a juVeniie or adult police

record. The suburban addict may have been delinquent prior to
addiction, but has usually been able to_avoid arrest or
© conviction. |
| It is likely that the suburban addict is a product of a ' \\
V, middle or upper-class environment. ' He has thée aanntage of a
good education and, on the average, a more stable family life.
The suburban addict is less likely to be known to the authorities
as an illegal drug addict, and often is not faced with the
problem of providing hiq\self with shelter and sustenance.. As. .
he becomes more invdlved Qith the ﬁse of heroin, and as his |
tolerance for the consumption of narcotics increases, he be-
comes-moré and more a part of an outlawed subculture. The
range of choices in the addict's life stea@i decreases, and
éQentually moral énd ethical values prevfo&f%%\upheld hecome:
an impractical luxury.or aﬁ irrelevant nuisance. If his
‘habit has become‘unsuppoftable by'legitimate means, he turns

to crime. . ' i

3-10 I
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. . ¢
The Employed rAddicCt

-
/

'
4

A number of individuals in the addict‘population are able to

.support thémsel§es through-gainful'emplo§ment f;r a time. To work
a no;mal day and then find the additional time andlnoney to sunnort
a constantly enlarging heroin habit is- no.small task., The employed
drugiuser usually begins his affair with heroin only on weekends.
In the beginning he prefers té sniff or skin-pgop because he doesn't
want.the felltale marks on his arm. ‘éventually, the emnloyéd
addict will find that his involvement has increased to daily use,
and later to more than once a day as his tolerance increases. At
this ppint, he will ugually make Kis—first atteﬁpt to discontinue
the usé.of heroin. He will discover, but resist admitting to him-
self, ..at his addiction is established.

Eventually, the employed heroin addict may resort .to crime, often

against his employer.

- .
N . |
The Addict Under Treatment

Heroin addiéts unde; treatment may be classified, for our ourgoses,
into one of two categories: those who aré métivated to change and
those who ar:: not motivatéd. Addicts apply for admission t.o drug
treatment progréhs for many reasons, not necessarily because they
are motivated to give up.thzir habits. Pressures from family or

courts, a desire to consume other, perhaps legal drugs, or the

i 4

3-11 6
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wish to quallfy for a Job are the most common reasons.

There is no foolproof way to determine “an 1nd1v1dua1's true

-

motivatxon. The heroin addict who enrolls in a methadone treat-

fment program may be 1nterested in relieving hlmself of the “¢on-

stant horror of possible withdrawal. W1th methadone he is able to

satisfy his need for drugs without risking withdrawal or other

: penalities incurred from the use of illegal drugs. Even the

ed@ict who enters a drug-free treatment program may not necessarily
q{Qe up'his use of drugs; he may simply substitute alcohol or pills
for her01n. ‘
Although drug dependence may not be 1mmed1ately altexed by
treatment, certain changes do occur for. the addict in spite of his
initial motives. His fears are diminished, his dealings with &l-
legal activities Way be reduced, and he becomes slowly eccustomed
to the responsibilitieé impbsed'by being a member of a program.
The different lifestyles described above point out some of the
di&eése'and complex dynamics of drug addietion. As we mentioned
earlier, the focus of this training program is on the drug user,
not‘pn the drugs used. We alluded to the-social and individual

problems that set the stage for drug abdee. In the following

section we will explore.some of these factors in more detail.

e | 67

3-12
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.. ’CHRONIC DRUG ABUSE AND THE REWARDS QF ADDICTION

~ N

In today's complex sociejfy, almost alf of us at one time or
another find ourselves in situations that are difficult or
"impossible. We try to come. Some of us turn to whatever is
available to make the situation bearable.' While ohe person
may stick a‘heedle in his arm, another chain-smokes cigarettes,
drinks too much coffée or too ﬁany martinis, takes aspirin in
quantity, drives too fast, or eats too much. _
It is instrucfive and often lifesaving to find out why we
do these things. This is expecially true for the drug abuser.
In attempting to answer why a person becomes a narcotic addict,
" however, tﬁere is often a tendency to propose simplistic answers
such as poor self-esteeﬁ,.genetic predisposition, socioeconomic
.status, ard/or the availability of'drugs. Yet there seems to
be no definitive answer that can stand on its own without
posing another\question. We may say, for'example, thaﬁ a person
starts us. ., drugs because he has a poor self-concept: On the
other hand, ;e may find that a person has a poor self-concent
because he or she uses drués. "Why" is often a more complex
‘quesfion than it appears to be.
Most researchers agree on éertain factors that contribute
to addiction. Jaminson (1973) has discussed these in detail;

a few excerpts from Jaminson's article are provided here.
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Availability of the Drug o .

Obviously, for addiction to occur, narcotics must bhe
available to potential addicts. There is abundant |
evidence that addiction rates are highest where
availability is agreatest, i.e., in slum areas of
large metropolitan centers and in the health related X
professions. : \

\
t

Peer Group Influences

The evidence that the first usage of heroin generally
occurs in a peer group situation is overwhelming.
Chambers, Moffett and Jones - in a study of 806 black
addicts at Lexindgton - found that 89 percent of their
subjects first experimented with opiates while in the
company of a peer who was already using Opiates, 38.7
percent of the addicts began thelr heroin use in a
group setting....

In Ball's study of Puerto Rican addicts more than 80
‘ percent of the boys reported that thev were initiated
| by friends who were addicts....

Chien et al. found no evidence of group pressure to :
experimer.t with drugs among the adolescent addicts - .
they studied; rather, they regarded the first.use of

heroin as a "casual, social experience with peers.”

Scher, in his discussion of the group as primary

inducer guotes one addict as savinag that the introduc-

tion to addiction was "just like the introduction to

Cub Scouts or roller skating." It'is also clear...

that curiosity due to a friend's influence plays an

important role in the motivation for first use of

heroin. In a study of addicts' explanations...

Brown, et al., found that curiosity was named as the

major reason by 44.9 percent of the adult males,

40.0 percent of the adult females and 28.8 percent

of the juvenile males....

. \

Factors of addictiaon are generally predicated on the
idea that of persons equally exposed to heroin only

a small per tage use it (whether they are doctors

or live in gh3ttos) and, therefore, some underlying

psychological inadequacy must explain the selnctive

nature of addiction.... \

Broadly, it is possible to categorize prchiatric

explanations of narcotic addiction into three general

groupings; 1) escape and personality inadcquacy

theories, 2) antisocial theoriecs, and 3) family '
backgrxound theories. ¢ -

N
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‘ 1) Escape and personality inadequacy theories

These explanations for opiate addiction have. centered

on the idea of escap® - either from the realities of
the surrounding environment (poverty, lack of .oppor-
tunity, stressful situations in general) or from the
responsibilities of adulthood (sexual role expecta-
tions, dainful employment, etc.). According to the
theorists who subscribe to such explarnations, heroin
makes an addict less responsive to situational threats
and stress and, therefore. if a verson has psvcholoaical
conflicts whicH he cannot settle, narcotics may provide
an attractive escape for him. . \

2) Antisocial theories. . ' : -

This aroup of theories pronounds the. idéa™that
) addicts basicallv resent society and authorlty figures
— and use heroin as a means of rebelllnq.

14
-~

3) Pamily background theorles.

The importance of an individual's relationship with
his family as a likely factor . 1n\add1ctlon has been
stressed by several investigators. Rado, a psycho-

. analytic theorist, feels that there has been a strong
father figure lacking in the addict's life, however,
no empirical evidence is presented in supoort of his
argument. The Research Center for Human Relations
at .New York university compared 30 white, black, and
Puerto Rican families who had an addict in the family
with 30 families (matched for similar socioeconomic
status, all were living in a high drug use area) who
had no addict member and found that the addict
families had many more weak parent-child relation-
ships and disturbed relationships between the parents
(separation, divorce, etc.) than the non-addict
families. ' .

In Chien et al.'s study of adolescent addicts, they
concluded that "the one factor we have found to be
distinctly related to drug use and apparently unrelated
to delinquency per se is the experience of'1living with
a relatively cohesive family. The users have, on the
average, been more deprived in this respect than the
non-users." They also found that there were dispro-
portionately large numbers of adult females as com-
pared to males within the family structure.

Additional factors are contributed by John Buckman (1971) who

‘ cites personal motivations that may lead to drug abuse and describhes




Module 3

them as follows:

1) Fear of competition and failure. ,

2) Fear of homosexuality.

3) Fear of threatening mental 111ness or disinte- >
gration.

4) The need to rebel.

5) The need to be ‘caught “and punished.

6) The need to explore the limits of one's body
and psyche and to challenae one's resources.

. 7) The need for a hedonistie or orgiastic experlpnce.
//fJ 8) The need to belona to a group or subculture.
9) The need for instant relief or instant answers.

. ~
‘

Thr literature is rich with theories that help to explain'why a

person resorts to drugs. Most analysts arrive at the same basic

r

generalizations as the ones preceding, and some (see especially

A

Frederick,'l97i) add that drug abuse is essentially self-destrue- :

tive‘behavior. No easy generalization can be“made:: not ail ad-
dicts'are helplessly sick (although addiction does suggest less
than "normal" abilities to cope with frustration, or an inadequate
self-concept); not all addicts are criminals (although addicts
frequently }ndulée in criminal activities); and not all addicts
come from social environments wﬁere addiction 1s accepted
(although peer-group pressure certainly plays an impof£ant role
in initlating and sustaining drug abuse). Whatever the particular
combination of facfors may be that contribute to a person's
willingness.to experiment with and continue to use addictive
drugs, the ipterplay between personal psychology and external
environment must be carefully considered.
| As the VR specialist works with a number of clients, he will
discover that each individual has or had a unigué set of motiva-
tions leading to drug abuse. $SOme motivations are external, ce.d.,
71.
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A.

’ forces over which the client has no control (or did not have the
knowledge or resources to exert control). Others arc internal,
e.g., personal qualities that made drug addiction the easier (or

sometimes only) recourse to a "comfortable" lifestyle. Thér‘ob

[}

of the VR specialist is to discover, with the client, exactly

[
i

what the causal factors are and how to transfer the motivation

into achieving a comfortable} rewar®ting, and drug-free lifestyle.

'y . ) <

fTHE “REWARD" OF ADLICTIOM

Perhaps the original "reward" for the addict was to "get-off" -

to experlence that euphoxlc "high," but, as Pittel p01nts Qut;-the

PR

addict's euphoria is often reduced to malntenahce:

’ 'If he is really addicted,... most of his work and wadaes
will go -to pay for drugs sufficient only to keep him
feeling well--to keep away. the pain of withdrawal
'sickness.

7

Prebel and Casey (1972) point out that the reward often goes be-
yond ever the maintenance high. In the words of one of their re-

search subjects:
. _ .

When I'm on the way home with the bag safely in my

pockets, and I haven' t been caught stealing all ‘day,

and I didn't get heat ‘and the cops didn't get me=-

I feel like a working man coming home; he's worke

hard, but he knows he's done something...

a

Pittel (1973) also makes this important observation:

By nract1c1ng the skills of his trade successfully
"the street addict receives innumerable rewards. '
"Although the "straight" world equates. greater drug
involvement with greater jeopardy...the addict who
is able to support the largest hahit for the long-
. estL time is held i high esteem gn the world of

~?
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drugs. Addicts may tend to minimize the ‘extent of
their addiction wien they talk to counselors or coms,
but they are much more likely to exaggerate and
boast about their use of druqs in the company af .
their peers. A
. More relevant to‘our concern about the addicgt as a
“..horker is the sense of pride and heightened self-

i © esteem he derives from his *street survival skills.
Much more than-any other workers, addicts are forced
to test themselves against the greatest odds each
day. To sustain his need for drugs and his status

_ on: the streets, the addict myst demonstrate over
' and over. again his mastery of the“harsh world in
- which he lives.

. .
L] -
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FACTORS CONTRIBUTING TO THE RESUMPTIOMN OF NARCOTICS | \

»

At this point we have looked at the lifestyles of the chJonic \
hefoin-abv:er and at some explanations of why people use drugs. |
The_questiop remains why some addicts, once detoxified (and pre-
.sumably fehabilitated) will return‘to the use 6f drugs. Jaminson
(1973)'déscribes three major factors that contribute to the con-
‘tinued use of nafcqtics: 1)_pharmacological nroperties of the
drug, 2) conditioning aspects of the drug experience, and 3) the

)
lack of life options and involvement in the drug subculture.

For some addicts physioloéicalldependence on the druq is
overwhelming. The desire for phfsical erpstholégical relief,
euphoric escape; and avoidance of withdrawal symptoms.may exert
enough.influence to hake continued drug abstinence an iprssibility.
.Genetic predisposition to addiég}on may be another con;ribﬁtinq
factor.

In revieWing the conditioning aspects of the drug experience,
Jaminson notes thét a relationship often exists between. the
activities,and\rithals associated with the usé of opiates and'a
return to drugs. , ;

Jaminson's third caﬁegory, "lack of life option; énd involve-
ment in the drug subculture," must also be considered in a dis-

cussion of the addict's continued use of drugs. Many researchers

have postulated that addiction to drugs is an alternative life-

" style for those who feel that they have no other options.
2 ,
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Discussed helow .are several theories that attemnt to explain

continued druq use. ;

The double failufe theory. This theorv assercs that heroin
addicts ;re refreétists who can cualifv for neithgr legitimate nor‘
illegitigate cafeers (hénce, double failures). They turn( there-
fore, to heroin.éor.escape. Thin theory is disputed hy some
researchers who maintain that £he adaict'; lifestyle feq ires
qpnsiderable cbmpetence in being able to “hustle" to suStain a

habit. This theory also does not take into account employed

addicts, particularly those working in health-related fields.

Alternative occupations theories. These suggest that drugl
addicts wﬁo have not beep able to f;nd a niche in conventional,
occupations work very hard at being competent at théir particular
way of 1ife...Stea1inq and fencing, prostitution, buyins and

selling of drugs, etc., afford the addict a fulltime job, some-

thing to look forward to, a challenge, and a particular lifestvle.

Anomie. This is defined as the discrepancy between culturally

+ accepted goals and the perceived or available meanrs cf reaching
) .

such foals. The addict's frustration with such discrepancies
leads him to escape the problem by ignoring conventional goals
and the established norms for attaininc them,and turning instecad

to the shelter and Rrotection of the supportive drug subculture.

Involvement in the drug subculture. This has hcen seen as one

" of the most important factors in maintaining addiction. It appears

75
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-that fhe whole subculture is rigidly controlled_by sets of
expectations for épecific hehaviors to be performed according
to rigid codes. They cover the gamut ffoh knowing whén and how
fo.“score,“ to knowing how to interact appropriately with other
addicts and nonaddicts. The ‘subculture is-described as =n
elaborate distribution s?stem; a justificatioh (gr ideology) for
drug us;ge; a system for recruiting new members; a "defensive
communicatién system" with its own language and alcomplicated

information' system that the addict learns in order t- maintain

his supply of illegal drugs (Rubington, 1967).

" Within the subculture the addict may be able to achieve a de-
gree of status and have positive feelings about a lifestyle that
is rejected by conventional society; As the addict becomes more
entrenched in this sugculturé, the likelihood of developing
acceptable job and sncial skills that will enable him to "make
it" in the straight world decreases and the probability that he
wil} remain addicted rises (Jaminson, 1972).

There are often compelling and urgent reasons for an indivi-
dual to become an addict, and there‘are equally persuasive reasons[
for‘his becoming readdicted. The reasons for giving up an addiction
may seem obvious to an unéddictea observer, but neither the process
nor the motives are as simple or clear-cut as one might expéct.

Let us look more closely at withdrawal in an effort to understand

how a client feels when he enters this stage.

¢ ’ . i 3_21
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WHAT PROMPTS WITHDRAWAL? , : '
- . - .

There are many reasons why addicts wish to withdraw from heroin
use. As noted, heroin use is all-consuming. The-addict's life is

directed towards obtaining sufficient heroin to prevent sickness.

Despite the satisfaction involved, life is a continual hassle.
Pressures from the po}ice, the courts, parole officers, social

workers, and family memberS'may force aﬁ'addict into treatment.

-

For women, family problems seem to be particularly significant

\

in their dec151ons to attempt withdrawal. Once there/ the primary

.reason most addicts give for remaining in treatment is a concern
with changing their overall functioning and life patter..

Waldorf's (1970) research indicates:
Vs .
It may be that persons "burn out" on heroin use and |
addiciticn after an extended period of use. The addict .
may reach a saturation level, a "rockbottom" state when
an all-out effort is made to stay off of opiates. The
. cause and effect relationships in abstention and overall
adjustment are not clear. Adjustment is aided by posi-
tive response from others. A princinal resource for
long abstentian education. Persons who dropped out
of school were lgss likely to sustain a long abstention.

The principal r scurce for overall adjustmentais compati-
bility with o s family before heroin use. Those who
did not commit criminal ac¢ts before their initiation to

heroin made better adjustments than those_who had committed
. . criminal acts. 7

When moving from a drug-abusing to a rehabilitated state, the
) ' ‘
client is faced not only with giving up drugs, but also with enter-

. ing or reentering the "straight” world. The client must decide
. .
first of all whether he wants to give up his addict lifestvle, and.
secondly, whéther the void created by qivihg up drugs can he filled .

with something as good or better. . ‘

3-2277
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SUMMARY

. : : .

?/;Dughout the discussion of what addlcts are llke, how they
behave, and why they become qnd remain addicted, one theme seems
constant. It is the presence of a drug subculture aud its .elaborate
network in this countrv that makes it oossible for one's continued
existence as a heroin-user.

Society's definition of and reactions te deviance (drug
addiction) affect the identity, role and self-image of the addict.
The drug subeulture, created largely by legal repression, lessens
the impact of”thatzrepression and provides a milieu for carrying en'
one's career.as a social deviant: As the street addict becomes
involved in narcotics, he takes on a neu and deyiant identity
sjmply as a condition of surviving as a drug addict. Through as-
sociation with other addicts while "using," as well as during
incarceretion,‘the addicf comes to yiew,himself through the eyee
of his peers. And, as we have seen, there is a very definite
hierarchy of prestige within the subculture, based primarily on
money-making power, ingenui%y, and versatility. The successful
"hustler," working at specialized schemes fer making uoney to
support a sizeable habit, is at the top of the hierarchy, while
skid row alcoholics and "garbage junkies" or "shooeing-qallery
addicts" are considered to he the lowest kind of drug user.

The most 9ene;al function of .the drug subculture is to make it
possibkle for addicts to exist as social deviants, to pursue their

deviant careers, and to avoid stiama, The subculture creates
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mirro;s fer one's self-image, demands that one acquire certain
skills, a;a\imposes its own norms,)which are supported by a well-
developed if informal ideology; The drug culture ianuenées the
addict with the same power as._the middle-clm culture influences
the white collar worker.

Exaﬁining the lifestyle of a client often reveals a-high Ié;el
of motivation and bompetency in the subculture setting. Investi-
gation of his lifestyle and behavior pattern preQious to drug.
use may, however, reveal a patfern of incompetency or laék of
skill in functioning in the general community. This is not in
conflict with Nurco's (1972) and Pittel's (1973) idea-that
addicts have-developéa skills that .may be tréﬁsferrgd to the
general community; the addict may well have becone more competent
in order to exist as an addict.

The lack of competence or skill is the VR specialist's focus,
;inée it-impiigs that skills must be obtained or transferred from
the deviant caregr: ‘This can only be explored and judged bf an
'anaiysis, with ‘the client, of his lifestyle. This ‘analysis is
'then‘used to aséist the client in expanding his repertoire of

skills, attitudes, and behaviors so that thev mav he applied to

a more conventional lifestvle.
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Learning Activitv 2

. CLIENT PROFILE #l1: WANDA
\ g

L ———

As theé vocétlonal rehabllltatlon specialist in the. treatment

Program in which Wanda is a resident, you have been given the//,

followxng information about her.

L

Wanda is an 18-yearfold, white female who has been in treatment

-

at a drug free residential rehabilitation center for nine months.
Addicted to heroin for about one year, she was coerced by her

fa~ily to enter treatren:. She detoxed on re+hadone at a-
L

detoxification center and was then referrecd “o the program for

N » [ [ L3 [
treatment and aeneral rehabilitation services. _
7

-

7

Wanda's progress has been sporadic. She left the progpaﬁ/twice,
. ’ /'// '
each time for about one week. Although she did not -use heroin

during that time, she went on a pill spree using mostly sedative-
type drugs to "calm her nerves." Re-entry into the program each

time was particularlY'difficult for her. She expressed feelings |
. ' . |
of guilt about failing both herself ,and the program. Wanda has |

4

been in the program continuously now for six months and is believed

to be totally drug free.

What additional information do you need in order to begin the
S
»

~

treatment planning process?
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Learning Activity 2

. | CLIENT PROFILE #2: T.J.
As the vocational‘rehabilitation'specialist‘in the treatment
program in which T.J. is a resident, you have been given the “'f
following information abo.t him. - ‘ ' ,

-

,T.J. is a 25-year-61d, black male who has been in the Second
Coming ?herapeut%c Commupity for ten months. Prior tr ~—~tering
: \\theprogram,éiJ.}had beén detoxed from heroih and, main 2d on
methadone for two-and-a-half years. Dufing that time, he occa-
'sionally snortéd heroin and regularly akused Valium, various
.tranduilizers, and barbiturates.l'He expressed feéfs of being
""totall drug free and resisted being withdrawn from methadone,
‘ T.J.'s entry into ‘the corﬁmunity was precipitated when his
wife and son left hiﬁ; she refused to consider reconciliation o '
until he quit using drugs. He floundered for about three months
before mafing the decisidn to enter the program. Since his entr/
into the-program hdwever, T.J. has been cooperatiye and the
prognosis for rehabilitation is good. 1lle is now looking forward
to lcaving the program in graduated steps and eventually finding

work.

what additional information do you need in order to begin the

" treatment planning process?

3-29
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to

N
CLIENT PROFILE #3: JOYCE

- As the vocational rehabilitation specialist in the treatment
program in which Joyce is a resident, vou have been given the

following information ahout her.

Y
-

quce is a 31;yearf01d, black female'who has been in an out-
patient treatment program for approximately one year. She abused
ba;biturates - primarily phenoparbital (Nembutal) and secoharbi-
tal (Seconal). Joyce had been using "barbs" fof abnut one-and-a-
half years béfo;e entering the prodram. o

She is divorced and has custedy of her three children. lHer’
work history has been sporadic; she has been mazintained on public
assistance for the past four years. Joyce 1s known Fo experieﬁce
severe bouts of_depression'ang anxiety. (/ ) |

' Joyce feels that she is ready to explore some alﬁernatiVes for

a vocation rather than just getting anothef unskilled job. The

counseling staff feels that she still needs continuing support,

but they endorse her desire to , »gin planning for a career.

What additional, information do you need about her in order to -

begin the treatment planning process?

3-31
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PRINCIPLES OF EFFECTIVE INTERVIEWING

P

e
INTRODUCTION

An interview is actually a specialized form of communication. In
CUntrgst to cay-to-day conversation, the interview is intended
to gather speéifié diia in a short amount of time. It is a
verbal interaction, initiated for a specific purpose ‘and focused
on a spgcific content area, with the coﬁsequént elimination of
extraned&s)material.

f
Given this definition and the contrast with day-te-day conversation,
it is clear that the interview makes certain demands ‘on thé person
whO'cpnducts it. The mostvimportant demand_is a change in nqrmal
verbal communic?tion behavior. Because a change in behavior
islrequired, u#%rained inferviewers f;equently make many errorsm
limiting the accuracy and effectiveness'of the interview. 1In
thiu . discussion we will‘consider concepts aﬁd skills required for

conducting an interview within the framework of vocational

guidance.

Although there are different styles and models of interviewing,
the following steps, guidelines, and procédureslare baéic to
almost ény situation. The sequencing of this model is relatively
rigid, and an actual situation might indicate an altered sequence.
Any alterations, however, must be made cautiously, with solid
reasoning and planning.‘ Mostlimportantly, the interview should
no£ be vegarded as an isnlated event. The interview itself is

only one step of the interview process.

éf?
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The flow of the process is outlined below:

Resource Paper

S
I
Establish General Determine -—{ Fornulate
Purpose ' Content . Questions
J

v

Conduct Interview

- 1
Z .

Analyze‘Interview ———————{4‘ Action and Intervention

ESTABLISHMENT OF THE GENERAL PURPOSE

. . ) : . ¢ .
The interview process begins well before the interview 1s ac-

tually conducted. The specialist must decide, fron information

about specific clients and experience, the precise objectives
to be realized from the interview. Why is it being conducted?
What problem(s) must be solved? What are the specific opjec-

tives of the interview?

DETERMINATION OF CONTENT .

)

Given the general purpose ofkgAe interview, what information-
do you need? What issues need to be discussed? What specifi-

cally do you need to find out?

g |

4-4
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‘ GUIDE TO FORMULATING QUESTIONS

- Questions must be based on specific objecéives énd-developed
in such a way that they can le succéssfully ansQered by the
respondent. A well formulatéd juestion helps the interviewer

: communicate the objectives of the interview to the client.
The dual_functioh of questioné in the interview process is to:

° trgnsiate the objectives into laﬁguage familiar to

the respondent; )

-e ‘ .
¢ ®@ assist the interviewer in achieving a high level of
client motiviation.
-.It ie helpful in formulating questions t» remember that th:
questions need to be:
‘ -4 e Understandable. Use common language relevant to the

interview's purpose‘aﬁd objectives.
H‘
e Unambiguous. The questions should clearly indicate

to the client the kind ~f information needed and why.
e sShort. Short guestions allow the client to remember

~N .
what is beinag asked, preventing undesired digression.

pA general rule is that questinns should not be longer than two

sentences. One sentence may do one or all of the following:
' | )
® Set the context for the question

® Explain the reasons for it
@ Preparc the respondent for the question, or motivate

.

him co fnswer it




Ixamnle:

D —————

v

"Since working with vouna people is something
vou say you'd like to do, I need some information
about your experience in this field so we can

~start planning ar. approach to employers."

y The second sentence should be the question itself.

Example:

"What specific experience do you have in .working
with young people?"

There are several common errors in question formulation:

1) Suggestive or leading questions. Such aquestions indicate

a bias
to the

toward what the answer should be, or indicate
client what you expect the answer to be. Leading

questions make it difficult for the client -to answer

freely.

Example:

2) Yes/No

NOT "Wouldn't vou say your life has been pretty
bad since you started using drugs?" .
BUT "How has your life been different since
you started usi;g drugs?"
/
questions. This kind of question prohibits or

discourages useful elaboration.

Example:

3) Double

NOT "Did you have a fix this morning?"
BUT "How long has it been since your last fix?"

Questions. Before the client answers a first

question, a second is asked, or two questions are
asked in one breath. The client then has the problem
of which questirn to answer, and, given the choice,
often answers only the easier one.

. Examplg:

NOT "How has your life been different since you
started using drugs, and by the way, how
long has it been since your last fix?"

BUT "How has your 4ife been different since you
started using drugs?" (Answer) "How long has
it been since your last fix?" (Answer)

90
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4 Garbled Questionsi; The interviewer is unclear about )
LN .

‘ . what information i nted. ' .
S Example: NOT "Whaﬁ do you think, what do you suppose...uh...

she wants to...uh...do...like why do you
suppose she's acting the way she dres?"

BUT "How do you feel about the way she's acting?"

5) The "why" question. This is a difficult question for
the clients because it asks them to provide insights
into their own behavior. We often don't know "why,"
so we expect "because" as an answer. Instead of
asking "why," it is usually better té -4k "what."
"What" calls for an explanatory desczxr:. ption.

Example: NOT "Why are you af;aid to enter the program?"

X , BUT "What scares you about entering the'program?"

, 7 yp
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CONDUCT OF THE INTERVIEW

;"

¢
The interviewer must keep in mind that thc;purpose of the

interview is to gather information. 'One person, the inter-
viewer, wants information from the other, the .client. The
task of the interviewer is to elicit frank and complete answers

from the client.

" The basic steps for conducting the interview are arranged in a
sequence we have found most useful. The actual situation might
dicﬁate an alternate seﬁﬁence or the repetition of 5 step.

While iﬁtis important to keep these steps in mind, remember that

they do not have to occur in the order presented here.

Step 1: Settinag the stage. This refers to.the verbal and

nonverbal activities that define the éituatien

as an interview. This might include offering 'the
client a seat or a cigarette, or makiny a

comment about the weather or the eondition of one-
self or the client; In other words, setting the'
stage m=2ans doing and saying those things that
communicate: "This is an intcrview; let's get
comfortable abbut it."

Step 2: Clarifying role. Because the client may bhe

confused, skeptical, or hostile, it is crucial to
s be ekplfdit about what your rolc is and what it is

not. Eapecially, this implies disassociating

-~ —

N,
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yourself from the criminal justice sysﬁem, the

welfare system, or any other system or institution

‘that the client may perceive you as working for.

Minimally, this step includes an explicit statement
qf'YOur role'és interviewer, the purpose of the
interview, the special obfegtives, and the confiden-
tiality that covers what is divulged. (This latter
point will depeﬁd on the particular interviewing
context.)

3

Setting expectations. Clients may have ‘unrealistic

expectations of what you can do for them concerning
employment, welfare benefits, rehébilitation, etc.

It is cfucial not to allow the.client to have Lnre-
alistic expectations of what you‘can do. ;hough it
is tempting not to minimize expect;tions, especially
to get maximum cooperation from tgg client, ahything
less than the truth may ;esult.in frustration; the

client may feel he has been misled.

Listening. Though you may understand the importance

of listening, there is.a listening that goes beyond
the verbal behavior. In any interview, it is |
critical to listen to the unstated and unexpressed
statemehts that lie behind the explicit éommunicatian.
For example, if a l5-year-old Puerto Rican client
says- he has no brothers or sisterg, your knowledge

of the Puerto Rican culture will tell you that this

93 '

P
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&
a~ Fd
v . may be unlikely; the:efore you might "listen" for

the possibly implicit statement, "I don't want to
tell'YOu.(for‘whatever reason! about my family."
This kind of listening can be developed from

: increasing your knowledge of and contact with
your clients.

Step 5: Questioning procedures. Learn how to questioh'

respondents in ways that get aé much data as
possible and‘avoid_boging ~lients into responses
your question may have set up; e.g., instead of
asking, "When did you éﬁart.using drugs?," which
calls for a date or age, ask, "Telll me something .
about your drug histofy?" This allows the client ‘
to pick.ué wherever‘he’is most comfortable and to
talk m; much as he wants. In general, avoid the
yes or a0 question and ask open-ended guestions.

(Refer to the section oA ormulating'questions.)

Step 6: Termination. The best-tstmination is accomplished

in « friendly, coilaboratiXe, and definite manner.
1t should include a.summabQ of what has happened
during the interview, including what the interviewer
‘ .as learned about the client. Both “he interviewer
and'the client shohld carry something away from the
interview. They should consider wh?t was said, in

a sense, continue the interview after they have .

separated. At termination, each of you should be
9 4 t\‘ |
iy 4-10
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- clear about what has been accomplished and ahcut

expectations each of you has for future actions..
!
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ANALYSIS OF THE INTERVIEW . ‘
Thé interviewer should schedule some'time immediately after
the interview to review and evaluate what bis happened. 'The data \
received from the client should be compared to the specific content
ijeptives developed for the interviéw. Data may also be i.nalyzed
within the framework of your model of vocational'choic§. Have N\
you gathered the information you need to develop a treatment plan
based upon your working model fof vocational rehabilitation?

‘ There are a number of questions that are helbful in making
this analysis: ,
1) 1In retrospect, what were the purposes_of this interview:-

for the client, for the agency?
2) To what extent were the éurposes achieved?
3) What interventions helped to‘achieve the purposes? What "
i intervention: hindered the achievement? |
4) What was your feeling about the client?
5) At what point was your feeling most positivg? Most
negative? |
6) How might thesﬁ feelings have~been_manifested in what
you asiinterviewer'said or did?
7) If you now empathize with the client, how did he seem
to see you? What was the client's reaction td the
interview? ¢

8) When d;d the interview-seem to falter? When was it

goin¢ smoothly?

/ 9) Did the client at any time show signs of resistance, .
. irritation? What had”you said or done jusf before that?
a6

- : 4-12
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. ) '10) Did it at any point cease to be an inte‘rView and become
. : a conversation, dISCUSSlon, an argument?
L '// 11) How. would you characterize the relationship between
CL ‘ interviewer and client? & ‘ / ~ e
' ) - .
. . 12 What tYpe of ps&choloqical climate was set for the client? = ¢
o

“

. \
\

Give instances to su?port your thinking \ | J

L L’ //)13) If possible, find instances where interViewer attitudes

‘were 53) probing, (b) interpretive, (c) understanding,

<

' (d) evaluative, and (e) 7upportive. Descr be the - client ‘8

'\\behaVior LOWing the manifestation of eath type of

- ) i . -

~
A} »
N
.
" .

" counselor'atﬁitude.

’ ) e
. s, .
' o .
¢ | . v
.
1
, . ‘ ' |
¢ & : '
—— / ’ .
»
. . ’
. » ¥ - .,
» . [y <
. ¢ . / ‘ . ﬂ
N | f
) -b H
PN >
(Y a
-
' : 4 -
1} - -
J .
. v R
L} . P
) » ‘\ '
. .
.o . . . P
. L s - o ]
. o . /
. R}
' ') 7
. 1 \
.
[ Y .p d \
Al
, ’
' s 3




o Ry R . ‘. . ' {
N . o

N T T | \ . oL . Module 4 .
: | T S Resource Paper N

\ v

\Ac'rxok\ANw INTERVENTION ca - . N ‘3
,‘ f On, the basis of the data you have, collected,.your suéhectiVe .-,'

respOnse to the ‘client, your own'capabilities, tHe tesources ' ) L

. within and outside of your agency, and the skill .akd Eesource ’ g,

level of the client, what can you do?

Any action the specialist takes on behalf of a client nmust '

L]

be,based on. information the specialist has obtained through hlS '”Z fi

. various sources. The personal interview is oné of the most ..
. ) \ .

important, and- certainly the modt recent, of the sources. Action
based on ingomplete, érroneous informatioﬂ is .often niore harmful ~

. e : .
than no action at’ all. I L ‘- s

- - - i ! ' ‘ ' 4 . Y
', 1t is. in the best interests of all concerned--the client, the |
\ . >
specialist, the agency, the p&ospective employer—-not to cut LY '
I v

P ’ .

coiners “in obtaining inqumation and in checking it out - for g

- aceuracy. Whether or not the model presented her&.is totally

N

f applicable to. each 'sjituation, it offérs a set of guidelines upon . o

) . wh ch to build. C o . | ; i Lo p
SUMMARY IS £ o
E. " An interview is'conducted to bbtain specific 1nformation in; - | \,
. short period of time.. @he 1nterview process includes various ; f .
2 . L

‘ stages--each one essential to the total/procedure. These,stages
\/// inclyde (1) establishing a general purpose for the interVLew,

(2 determining what information is ne ded, (3) creating under-
£

. o

standable questions that are based on specific obJectives,
(4) conducting the intervf%w in a manner that e11c1ts complete

ans‘we.r‘/»from the qlient, (5). review:.ng and evaluating after the ‘
' ' ’ .'. * ‘ ) . " ( .
5 ¢ 5)8 L s

: .‘ L]
. . \

.. . "! ) \4--14 ¢
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) * N . X " 4 .
4
-. intervmw; and (6) takmg actro?x based on the 1nformat1(pm that .

N

L 15 obtalned. L : . . h .
. %‘ - . _ ‘. .

-0
C,»; It is the SpeCﬂallSt s respon81b111ty to descrlbe his- role,
v : - R CUR .
to the ¢lient and to dispel any unreallstlc expectatlons that -

’ . ) » [}

/7 < the dlient may have. Through ca?eful questioning,’ listening and
. ‘v L . * -
. . reflectlon’the spec1allst can obtaln 1mportant and necessary L
’ 1

-1nf0rmatlon that w111 a8818t h1m 1n the total vocatloggl rehablll-

boe tatlon endeajsx “The guldellnes*cfféred in thls module enable the L

]
. [}

L} . \
. épec1allst to e.tabllsh a solld ﬁfals for effectlve 1nterv1ew1ng
O . . ot ' . ‘. . N . \

.- techniques. o o . N .

t

e
rrg
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Learning ARctivity 1, o
N ~,
. " : -
. ;
- ., ‘ ‘ ’ . - .
VOCATI'.ONKL- ASSES_SMENT - INTERVIEW GUIDB ~ ’
: ' - ’ ‘ ‘ - ! (P : ’, o_‘\ . '
. «  SELF-CONCEPT .\ . . o
. \ . . . . ~" . . B ‘ .fl‘: . -
) 1.” s What kind of person are you? .« . o ' I
LR | - [ .. 2 —/ N . 4 [ . - .
. . ) . ‘. ' .
.‘ . Y Y ’ ‘ : ¢ ‘ * : \. ' ‘ | -
o b ' Y
. What do'you like best about yourself? R o .
e - "‘. ) - ' t ) ; : | . . : D . . * i
P . ’ . ' ' . R e - .
: e O \ TR 4 . N ’ - . . s
. 3. what situdtions make you feel good about yourself? .o :
. LR L4 ‘.o"l ) t‘ . *
~ . ‘ » . ¢ v, y ‘- . !

4. Wwhat do'you‘like least about yourself?, ' -y o, .

\
L]
.. .
A . . . '
- L34

( . . ‘. ‘.‘ - i ‘ ' . .- o..‘ ] ,\.. i
. b 2 - . hd . .
5. What situations make you fe{l unhappy or ingry with yoarself? ' ', \ T
' . s . ’ 4 LR . °, "’ ! . ’

. . ’. . [] . ' ¢ ‘.
. . : ¥ : - _ < e
6. What do you believe'you do best? . - N K S ‘ -~
- * ’ ’ ¢ ' . 7] . -

.~ [

. . . ) ., ' 0 .
b X3 s - 3 . N . . -
< 7. Give an.example of\ several things t(h'a'g you. are ,onlx. average, at doing. *

. . L . * ; . » .y f ] : / -
* ‘. ' -“ . ‘ 3 - ' ’ L
* ' ‘ . \-q L] ! "Qo . ".x. '/ . ,
. . 0 . . . P : ]
§. What do you bélieve are your ‘weaknesses? . R ) C
) . N » “ ) * . . ’ \ ” . . . ‘s ) + . 9.
! ‘ .. / oo e . . Do e . . * ) .
N P S U T U
) 9. What do other people say about you? - - : .
- . - = - . . . . . .. . . ' ' ] . ] i
‘ . 3 l . s . - \‘ . - '. ' . . " "
» . ' . . » P } . ‘ . 4 ‘ )
= GROWTH AND FAMILY MBSSAGES ABOUT,WORK , o~ e v

’ - 4 . . .. .
r. 10, What wetef.you \llke as)a child@? (ingerests, behavig'r’," etc.) ‘ 5 .

MY ] - '
’ . * M . LN 4 /’
> ) . - o~ y . : , ' v
. J ) . - - } o P & .
. } . '
.
!

e . .
]

r

- .
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I 11. What were you like as a teenager? - (interests, behavior, ete.).
. : \ ’ . .. <. ‘ ’ ' . .' -
- ‘ ‘ T - 0o . : ' ‘
v o 5 ) Yo Py ) b LI r /
1,2. As a child, what did you believe you woqg.d be “when you grew up?
S - p R “
r . ' b L) el . . ’ -,‘ . /
o 3. what did you believe about work ‘as a  child? _ ‘ T '
. ! ' - \. . ' ’ ' ’ . ' ’. - L}
- As a child, how would you have ocompleted th‘js sentence?
e " ‘Work is for, ] ~ R : L .
P, - Lo b
. .. ) . . ' .. . . o 1‘ N ~ . . .
14. As a teenaguz, what éid you believe you would be:whéen you grew up?
. ’ » . . ’ ] . .
.‘ . . ‘. :.‘ 'y
. '15. . As a .téenager,- how would you have completed. this sehtence? .
*  Work Tis for - ( i ~ ) N :
' . E ) ) * Y ‘e ’ . . . . ’ [
[ ] . * ' -
16. - Now what do 'you believe wérk -is for? . N .
. . s . ¢ . - . ' -
* NOTE: The following questions (17-21, .23, 24) 'should also be asked of the.
' father or other sighificant person in the client's home, _ [
4 . . S .o v . ‘ " . i
Parent's expectations (17-20) e
1 t kind of person was your mother? . i
. : ' \
e o, | .
18, What did she want you to be? - _ ’
. Vv . ’ ) '
19‘.‘ what things ‘did she usually pra_i:se,'yoﬁ( for? , How? “ _ ' -
3 ) ) ‘ i ¢. o . ;.' . - . " '. | . ‘ . . : .
°20. What things did she criticize or punish you for? How? ', ; *
. < ot . /. .
. , . | .
S ' 1wl
] Y ’ ) '
” . ! ',- '.? ) ., * . 4-18\' . , *
ERIC .~ .. Lo e T N S
» . *.e ., t : hant Y *




¢ .
. Response to Authority (21-22) .

‘ 25 what jobs have yequ held? A

'.5 . ﬁhig; one did you like pest? What did you like abaoyt it?
. * ‘ . ’ ’

y :2&. How do you know when you have done well? L 2 ‘

.Parental ‘messages about Qg;k (23-24)

'23. Dpid your mother work?
,4 4 y

Module 4
Learning Activity 1

/ !

-21. _What did you 4o when shé criticized or puhiéhed you?

- 22, What do you do now when you perceive that you are being criticized ‘or

punished? ’

-

. 2

L]
L

o . ’ ) . ,

24. . What did she say £o you about working?

. "
. . . B ..
.

Iﬁtggest/age £eelings of self-worgh in relation to a work experience (25-33)

o« ° T e N

"y ) o \ .

N\

. N . ' »
N .

’

’
[ P ..‘ . .

‘27, What did you do best on that job?

’

'
- .
[y ¢
L ) N

. ‘ T . )
29. Which job did you like:least? What did you dislike about it?

.
.

4 . L]

30. ﬁﬁgﬁ could have made it better?:

\ | » '
31.  what did you need to know how to do in order to do the job you liked
best? (skills and knowledge) - .




Module 4

‘ ' Learm.ng Activity 1 ‘
R :
' .

32. Do you like:‘to be‘supervised when you work? N

33. tht tyves of work 51tuat10ns are most comfortable for you? (Highly .
' - structured, loosely structured, working alone, etc.) , - P
. . . . . . . R 4
: o o . ”. _ . v
LIFESTYLE ", ., S .

v,

. . ’v . . :
34. How did you “qhtnﬂ{money to buy drugs?> (Ask client to be specific.)
) f ‘

LN B
35, How much time a day wauld you estimate you spent getting mbqey'to buy drugs? .
-~ ‘ '- ) ../-' . :‘ ,
? . . . “ t. e ‘. { .
36. What dld you do with the rest of your time? Will yqu descrlbe a typfcal ) L
day for me? . L . o ‘
: a LD . L
IR
- ’ * ‘ 'o
37. How do you spend your time now? : ' . , v ‘
. . . I .-l’ ;- '. ‘)
GOALS ' o R
38. What kind of work have you thought about doing? '
. . ’ ' . ' ' N .
39. What skills or knowledge do you think you need to have in order to do thig ‘;
work?
. 40. ,Do you have those shills or tr inowledge now? . . e

"
A}

*

. _
41. what do you 7elieve you will need to do to find work you will enjay?

: o . . o . _ _ .. | ) ‘\1 _
42. How will you know when Yyou have found work yod enjoy? '
\\v '

oy -
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» . e® 'l. \ ) ’ . . N . v . . . )
\ 7 43. what problems do you believe y‘u will have in finding work?
’ : e - - ‘. . .
v oo "T : N — ‘ | '
’ e -t r .. ] K ' o . '
- . ." -
b 44. ¥what phanges Jf any, do you believe you will havh to mak\ in order to -
get a job? _ I N\ .
. (‘ YN
Ei S 'S | ) ' \ z
’ ' PROBLEM-SOLVING : - T } o
. ‘ 7 » S . ‘ '
. 45. What do' you do when you can't seem to get something r:lght? (Do you
. . keep trying?) . T .
/ - T ; S e
. A . N ’ / . . \ . ~ .
7 . o 4 v . . . . . .
>0 ,46. When you can't do something alone, do.you ask for help? v ' ‘ ot
» - ~'~‘; » * to . - ’ ‘ B '
. o - . { f} - . . ’ { R o
- . S N . , v : . ~
{, . ) 47 A\What do you do when you fail at something? =~ , ¢ % o : v
- s o . = n * . g. ‘ ] N ) )
. ' ] ’ * . o’ ‘ Y . . - '
S . .oy [N Al
Q. ,
. o . '_.; M . A
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o d ¢ A ¥
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. ' \ » ' i . . , ] ) ) . L - ‘ . ‘
. l Q- ] ) L 4 ‘ ' : e o ! . .o
' ‘ ‘ ' - . " ) . ' N - M \ L ) )

B IEW PROCESS ASSESSMENT FORM' : , o

N L \ A ' ¢
. .

Please rate d\é interviewer you are observing ‘by using the following guide. - s et
~ In most instances you will xate the .interviewer's effectiveness on a one to
five scale (excellent- is a rating ‘of five). Other questions will 8imply .

require-a "yes" or "no" respons€. The guide will assilt the mterv:.ewer to .
assess the need for imProvement in categories listed helow. - . e e
. . - . ] . i .
1. .Did-;he irterviewer set ‘the stage? - Yes © No - ‘.
K
©* . Rate ‘the interviewer on his .or her L N o Ve
. effectiveness in-- : T . \ : .
L] - ’ . -
. . - ’ M " . o ’ 3
.a) .he];pirng the client to be comfortable; 1 2 374 /5»‘_ . ]
b) stating and clarifymg the: purpose : « , -
. of the interv:.ew;- . | 1 2 8 4 5°
_c) def:.m.ng the goals of the mtezlew. K '.1. 2 3.4 5 . ‘ . ,
E, \ B . . . [ ] -
- 2. - Werh roles clarified? , Yes No I
Rate the interviewer on hls‘Ot her e ' s v
effectiveness in-- <% - E | / N
(- L4 . C A . ’ ) - . ) . .
a) handling the, conffdentiality issue; 1 2 3.4 5 - e
0 ‘ ' '. ’ . . . .
_ B) cYarifying with ¢ ient how informa- . » . \ " P
. ¢ tion will be use Y 1 2 374 5 ‘
\ . “ . )
y o .9 clarifzing ‘xis or her role. . 1 23 4 5,, g ’
N . . 7 .
: 3. . Were expectations discussed? Yes . No ¢ Y :
’ K " : ] ) ) ~” .
R Rate ¢the. interviewer on his or her - f'ﬁ' L0,
' effeétiveness in-- : S e X
L. o I , g
., ~a) helping the client clanfy his or 1 '2 3 4“ 5 ” ‘ .
. hex expectgtions; - c 7, S e ' ')
- . Y L o - R e o0
‘o b) - establishing -agreement thh thé o © . . ":_.__.-‘ '
oo "client about the purpose and . ] o 4
. efpected regults of .the :Lntenn.ew. .'\" 1 2 3 45 ' v v b
) - . ¢ . . ! ". ’ :‘ - e ) '
i3
..
S B
. . , I [
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Did the 1nter0!%we: lxsten effectlvely?

. ( Module 4 < .
Learning Activity 5 ‘ .
: | NN

"But Not

] making ﬁertinent responseh to,
1 client's stateménts: .

‘Rate ‘the, intervtewer on his o§.-her
. effective.ess in—-

v

makinq apcurate responses to

- honverbal cues and "unspdken “o.
"statements“: o

L 4
.

hearing the client through
without interrupt g.

" Was the line of qgestioning cansistent

o ’
.

T with the stated}gggpose of the intervfew?
: N\

-
*

., "™ ,6.° Did the iptervfewer allow adequate time

for thé client to respond?
\

specific and managable '

n

-l

List the most common errors made i
‘o asking ‘questions.
N questigns, Jwhy" questions, double .

‘¥ / questions, etc ) "

(elg., leading,

Sometimes

“Consistently

. Sometimes

But Not -
COnsiltéﬁtlx

S |

Sometimes '
, But Not | .

Consis

Sometimes
But Not
Consistently !
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. K} ’ . . - . - .
‘ 8. Rate the interviewer on his or- her . g
' effectiveness in temimtinLhe - U : - ' N
interview. . . "1 2 3 4 5 ' o
.- ’ ) e SRR : ,
' \‘1 ' ' ;
. a) Did the interviewer and the client ,. | =~ . . - v o
sesm to meet thei objectives for L < ' _ < . '
the interview? " Yes No . t
' N 4
-~ * °b) Was each part.y s o . = c .
¢ what had occv red during the inter- -
. view’explicitly stated? "' o » Yes Nos L .
. . . " . ‘ . | . .
. ,€) Did the ‘interviewer review the'." ot ;- ¢ : \,
. interview? Coa o ~ Yes. - No / ' '
. d) Was there ay opportunity' for the .. - . v A TR _
/ clieht to ask questions? -Yes .’ . No R .
. - L . - . ¢ v . ‘ . .
] . . e) fWas there an opportunity for the s . o \ S o,
L cnent to make a final\"statement? . ' Yes SNo Tt~ e
.. e | T . \ g . . o "
"L 9. AnalLi ng the interview. _ . ’ ) . ) v Xt
. . . * o - ' » -
&e the pu:poee.of the interview . v ] . o s "
-r met?, s . K n Yes . "No . o :
P . < .- . J'. A " ’ ' Vs i [ N - . -
* 'b) Was a positive.climate'set and e Y .
v ' maintained throughout the interview?. ' Yes . No ' -
. [N s - L. ) | N . . R N . ’
N 10| 0ver411' ratir&o#te;viqwer. | - o, 1 2 ? ‘\4 5, ) | ) s
_ Ak 11. . General cOdneh;e- ‘ , . I K ’ L

ce

) See "Analyeie of the InterView in "Princ\iplee of Effective Interviewing"” | L/
' _'about guggestions for feedback to the interviewer. . .

’

"\

A Y
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v vch'IiuNAL CHOICE MODELS .

Super 'S model of vocational ChOlce

-
- ' *

A. Tbe five developmental stages of oareer ch01oe

L} ¢ .
.

‘1. ‘Growth of the 1nd1V1dual L S
2, Eiploration of possibilities

a) Fantasized choices I | ]

b) Tentative choices

e

. ' . . 2 o - ¢
c)r Realistic choices ' : . :
r's -, ) . ': ' o\
. . 3. - \Egstablishment of self:- in the work setting
. > LY . ' e ) . .
a) .Trial . S T '
¢« ' b Stability ' T ~" _ L AR
‘ I " . . .
' 4. Maintenance of self in the Job _ . -
. - :

-

5. Decline and withdrawal from tne work world

\ , bfopositions related to vocational devefopment

I1: The drug abuser and vocational dhOice development

IIT. Holland's model of vocational dh01ce

‘A, Assumptions pertaining to wprk and the worker
" B.- -Personauity types ' "._ : : ' | .
: ’ 1:‘ Realistic, . - - : ,
2. Intellectual ’ Lo ' - .
. Social = o | f\J" .

. Con¥éntional - , N

By W

5. Enterprising

6. Artistic
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C. ™Work environments .
. a
l. ' Realistic
2.  Intellectual T ‘
3. Social ) T
4. Conventional -
5. Enterprising - L '
6. Artistic _— T
, S
IV. Summary , ’ | ‘
. ' : ) v
L] - a .'.
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' VOCATIONAL CHOICE MODELS - . . ..
c ‘ ' ’ . v~ _
-y -
‘ ‘ T~ | . , ‘ . . . '.
SUPER'S MODEL ‘OF VOCATIONAL CHOICE s . Dy '

.Denald Suﬁer (1973),-cnegof the earliest'and‘mosﬂ prolific
theorists on vocational rehabilitation, prcposed a ﬁodel integrat- ‘

ing develogmental osychology,(life as a series of stagee during

which interests and abilities mature and changeo with the self-concept

th eorx (the way in which a--pprson sees himself). Combining these‘ .
two theories, Super defined career'choice as a process that goes
through fiue*developmehtal stages. ) ' |

4. 1. Growth ‘

: ‘.. During the:‘early periiﬁicf'physical‘and psychological
.\ ‘ | , growth,® the nerson fcrms attitudes and develops interests

“and behéviors that will become important cemponents~of' | .

S his self-concept during much of his life. irperiences are.

the basis for understanding, appraiSing, and judging the

work world. o ' ~ ) . -

2. Exploration ' ' o '

Realizingrthat a vocation will be an iﬁggrtant aspect of

life, an indiVidual-considers different vocational

possibilities. These 'fall into three categories”

. h 3 [3 ‘ . . ' . "
~a) Fantasized. Career-chOices that have little T

. o

basis in reality. Play is often used to explore °
. __’ possable careers. There are adolescents and

‘ ! - -adults who have-never advanced past this phase. ~

“y ~
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.°/ @ [ ;‘ ‘e * | s » | . ' I i ) ~l " J ‘
C b) Tentative. Dﬁring this phase the person limits his '
[N 0 c ’ - . ' !
possibilities tb fewer choices.- Compromlse is
” : » s

. becqmind“ﬁ!rt of the dholce process.

={

‘c)' Reallstxc. Prlor to enterlng the world of work, _ .

[

the person narrows ch01ces to satlsﬁactory Qccupa- L.

)

tions within hle.reach. ' .
- 3. eqablishmeht } " , ( SR R . .
The indi@iqéel first enters the world of work. There are ')
. ! . 4 ‘ ‘ S : A . ‘
S oA .. two p0331b1e approaches. . .« _ b o

v ‘a) Trial. One‘takes a Job\w1th the expectatlon that he [
will qu1t and get. another if the job is not thlsfabtory. '

e " »  This is a trlal and ‘error method . N

\
- o

/ b) Stabllltyﬂ One makes a seflous effort’ to flnd satisfac—':{
: . i . ‘F" ‘./
s ‘Qtion‘with\the job, to 1nqorporate'the Qaeltronllnto his
N - ~N ' ’ ~
: self-concept and to enhance his self-image. .

. - 4. Maintenance T\ - Lo . N

_his'period'may be charactefized by change and adjustment

v
L

-. of self-concept: and work requlrements. The peréon continues 1

 in one-job, though p0331b1y rpproVLng hls status in the Job

( .- .ot

or the nature’ oﬁ;the Job.
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- - : )
. . |5. Decline
. . X | Y, |
SRR The main emphasiw at this stage is On ké€°ln9 one's

: ' position, pOSSlbly meetin; the minimum Job requirements.

This period ende.when the person W1thdraws from the

*

°’A§ - o 1-;world of work. . ’ .
"+ Propositions ‘ ) \“ i
.a‘ ; ' Super has developed a number of propositions related ko voca-
| tional development, which he has modizied and clarified ove} the
,'; | ‘yea;su \Following are some of the most‘important ‘
.‘L ,;/(?‘s: N "People differ in abiiities,.int;rests ‘and personalities.
'hinﬁ‘, -;“ S Personal characteristics‘vary widely both among individuals
ig& i:p '\ and w1th1n a part1cular 1nd1V1dua1; SRR O _ T ¢
‘ . .. T~ 2. Individuals are qualified fdr a 'number of occupatione. . One
‘. R _' ‘might be successful in many fields or; types ‘of JOUS.‘
| . ’.3.//Most-occupations require'certaigfgatierns of abilities and
. Dbeéersonality traitS'buﬁpare fleiible-enough‘to allog_some
j o ’ . variety' of individuals in each occupation. . |
.\,\-’. 7 . .“ . " - ”, - ' ;o .
L IR - Rarely are the charadteristics oﬁ an occupation so
. | T . -speoialized ‘as to, exclude a range of abilities to~ ﬁill

v p

v it. A soloist for thé/Metropolitan Opera is an exampie

of a fjob that does llmlt entrance,,

» ’ - . - 4

.
W Ut " . ‘\ . . \

"Vocational preferences and competences, the situations in

-'which people live and work, and henCe their self concepts,

- l

change wfth time and experience, making choice and _
L] R /’ “ |

adjuBtment«a contfnuous process. | .
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/

L4
.

' ﬂhangeh reqafﬁed skills change, work situations are

° opportunities*to which he is-exposed "

-‘ ¢ * ’ 0 ‘. - ‘
»~ N~ N ‘ \ :
. t - . . , ) .
' ’ . - Vo ‘.Module 5
Resource Paper

skills, he may become

f

dissatisfied with his present’ position and seek greater

satisfaction for and expression~of his\talentsa Jobs

‘

constantIy changing, and an individual's self- c cept

? -

¥ \
may change. For some- individuals, however, this change

may produce little Qr no\increase in Job satisfaction. .

"The nature of the career pattern is determined by the

individual's parental socio-economic level,.mental

'ability, 7nd personality characteristics, and‘by the

\ - . - - v \
Some factors are'more important than others ' Parental v
»

‘soc -economic level seems to ‘be a highly s gnificant

one inbe valués, expectations, aspirations derive largely
[ 3

fro the family setting.. Chance, top, is.often a factor

in career deJelopment. ... : . oo E *

Development may be guided by--:

. a) helping a person evolve interests and sbilities. P,

b) "~ aiding a person to test reality.

c) encouraging a person‘go Qecome self-aware. -

Vocational develqpment is essentially a process of devel- .

oping and implementing a self-concept.’

| . | . : R .
/(/i ”/ . "
. .

. AS one develo\s h\gher-level
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n - . * . Ohe' s vocatlon is usually an important 1nf1uence on the

v .

oo self—concept Everyone seeks to enhance his self-concept,

and is therefore attracted to act1v1t1es that\allow h1m to.
' I . , . . .

’:- ’/ keep or 1mprove the image he desires. When-achlevement
C . s ! ~ T
. of thls ideal self-lmage is thwarted compromise is

Y, = -required. Compromlse ‘may result in the 1nd1v1dqql s
. -, . ' . . e R

i ﬁeelinglfrustratedh inadequate, even angry; or it may

. . 2 .
inspire him to do mora to ensure that the compromise is
. N . . . N, “ . ' ‘,
g;“ -t onf& a temporary srtuatlon. ' o ’
| ‘ l. ‘l ' (] .' | ’ | ‘ ’ [] ’l 1] . 3 ‘\ '-.‘ ) .‘
An individual must obtain 1n51gnt into a jarlety°of occupa-

tions 1n order to éhoose ona that perﬁr}s\hlm to become

. \ ' 3
. . * ‘the' \person he wants ‘to be’ (in h:.s eyeé and in the eyes of.

" others). - ; v o . N
] ‘ ¢ ' ; - .
8. The process of compromlse between self- conceRt and reallty
——

- and between 1nd1v16ua1'and soc1a1 factors is one of role é

oo playing. . R | . A L

} /) . . ’ h ‘ o ’ X

' Ft is not fea81ble to experlment by actual part1c1pat10n in .
more ‘than A few actual work experlence _ One must match K

R /// R sehf—concept w1th )ob requlrements aﬁa satlsfactlons

-

throughkabstract means. Fantasi! counsellng, v1car10us

ience are therefdfé*ﬂecessary for evaluatlng thc

"sqltabllity of an occupatior. S

'
Y ot ﬂ t - ' . . 0 -
% . . ' » 4 . .
. M . .




. e \ .- o Module 5 '
v - " ’ : ) Resource Paper
- . . < 20 ' .\.7 v ] . ( . ‘ .
. 4 - N . . . ':1 d . ) ) .
hd ‘0 ’ . . d . . : .
L N [ : - . . N LTI
’ T 9, Work and life satisfactlon depend upon the extent to ' ’
. - , . R (
: L . o\
-/ Lo which one finds adequate outlets . .S ab%lities, : ‘

'interests,%erson.ality, and values. Finding these‘ .
o goutletsudegends{upon selecting a uay of lﬁfeiin which
f' . one.oan‘play the'roles he considers appropriate. . ,

., . ' Work should noh negatlvely affect‘a person s self-congept. b\

L3

P

THE DRUG ABUSER AND VOCA;IONAL CHOICE DEVELOPMENT
", The VB spec1a11st who works w1th rehablllt?tlng drug abusers ‘ e

e has a spec1a1 klnd of cllent Although the services he prov1des . .

L]

are'essentially the same as those offered to any. cllent populatlon,
those services must be adjusted to the spec1allzed needs of rehabll!-

-tatlng ?rug abusers. | A S

C et . _Most vocational rehabilitation clients have remained»in.tcuoh

o/ . .

( with the establlshment Unlike the'drug abuser, they have probably

./// _ \ performed and mastered certain developmental tasks accordlng to a

K ‘ e N\

fairly standardlzed schedule. The drug abuser s schedule of

vqcational development has been ;nterrupted--probably at an early . ."

' e , .. .o 1 .
) \/ stage. “"I N . ' . . ) .‘ B <]
. . . - . . -~ . . S

]

Drug use'patterns.and.responsiveness to rehabilitation) ' | .

. \ _ . .
. . Drug abusérs often depart dramatically from a standard pattern

.df'vocational development, so their needs'must be studied carefullY

\

{*-.if servites are to bhe releVant. Super“(1973A and'oqhefs (Goldenberg,

. . L _ ,
. 1973) have rioted that those who use marijuaha or become addicted to

! stimulants_are likely to be in’ reasonable 'conj'tact with reality and ‘
* ‘. . Yo ) S '
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. the work ethic and will therefore be more amenable to the usual ‘
> "\A- !

'pattern of vocational development and'more cooperatlve w1th the -
process. H?pce,.rehabllltatlon practices should fallow roughly
the same séhédule-asfthose provided to the nondrug-using population.

These clients may be expetted to cope reasonably well with ‘ .
14 . Py ) .

developmental tasks,.to plan adequately, and generally further ‘'

their vocational development somewhat systematlcally.
- Those drug abusers who prefer depressants seem to re‘ect the

'work ethic and to take fllght into 'a youth culture that reJects : .
. ’ ¢! !
the normal job. development patterns. Théy are often escapists who- A
(X . R ' . Q )
* are likely to remain arrested in adolescence. Regardless of their

age, they are likely“to‘be fixated:in the exploratibn stage of
’ . '
vocational development and hence requ*re services approprlate to

that level of development. Habllitatlon may be -a more approprlate

. term than rehabilitation to apply to this populatlon. o

(Y

The abusers of depressants are more likely than stimulant and

-~
L4
-

marijuana 'users to be out ‘of touch with reality and further behind

in’ the developmental process. They tend td resemble the-bored and

- unenthusiastic workers who simply drift along blindly from one E /

.t 4

‘meaningless job to another. This phenomenon is c0mmon to abusers

in their late twenties and early thirties; Such persons need to

L]

' neturn to the developmental process from whlch they have w1thdrawn
and face, perhaps for the frrst ‘time, the task of 1dentif31ng and - N

‘ 1mplementing a. vocational oh01ce. ‘i Though chronologlcally such '

R -~
Y E ]

N~

r Lo . o
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'persons may be adults they are "vocational adolescents." .They'need-

‘to be provided with exploratory experiences apprgpriate to adplescents

while being treated ag an adult. This may mean deferring independence
-through employmtnt while vocational exploration and training are

being provided:  Work study programs may accelerate the growth

procegs if'supplementéﬁrby counseling that will help the oclient
' realize the importance of career exploration.. ' ' “ s

. The VR specialist, then1 must. knoy where his client is develop—'
mentally and be-W1lling to provid;)or help .the client acquire the Tty
experiences necessary to progress through the appropriate stages of

, )
vocational growth. The process cannot be hurried ‘ -

- ,‘ b [y
" The specialist must know his client and hi's experie‘nces, and ‘

\

qmust have knowledge of the vocatiOnal development process if he is

to be'of greatest help to‘his client. A variety of-guidance

.

'services must"be made available in a carefully planned program

L

It will frequently ‘be the responsibility of the VR specialist to
educate the program staff so that theseoservices can be proVided

'Only a well-planned program Will—accomd{ish’these goals.

HOLLAND'S‘MODEL OE VOCATIONAL CHOICE ' , - )

i
)

Assumptions . R L .

v John Holland (1966) is essentially a personality theorist, his.
'specialty is the area o: vooational choice, with emphasis on need

theory. He believes that-- L . : 0 o
D o | - @
- '- -‘ L3 , ) 17 . * . . - T . *
V U ‘ ‘ \\ . ’J\'( ‘

. . [ . . ) . ‘o . “
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1. individuals,9Xpress ‘their personalities througn tha~_ .

<
choice of vocations,

. \

2. members of a vgcation have 91milar personalities and

+ respond to many gsituations and’ problems in similar

ways; ) . ' ' S

[ ) o ‘ /

. 3. an individual creates an interpersonal environment by )
controlling that environment (people and -structures). in
ways that he finds most comfortable,

4., vocational satisfaction, stability, and achievement
- e
. "'.depend upon a gsrmony between the personality and the "

L

*  work environment; ] _— .

" 5. there are a lim&ted number -of personality types:;

6. work environments can be dTassified in the same way

’

) .
Holland believes personality types may be categorized accord-
ing to “(1) expreésed or demonstrated vocational or educational
v
interests, (2) employment;# and (3) scores on 1nterest inventories

(Kuder Personal Preferen!; Record, the Strong Vocational Interest

-,

Blank, Minnesota Vocational Interest Inventory, and the Vocational

Planning Inventory). The personality”types.fall into six major
categoriesz realistic, intellectual,,socfal, convpntional,
enterprisiné, and artistic. Below are descriptions of those

categories including the ways in which these personality types
y ! L
characteristically deal with the eﬁVironment. e
BERRLAE: ~ . ¥
5-11" e Vo
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1. Realistic ‘
—_—

s
The person whose orientation is realistic deals with \7
S the'énvironment in an objective, concrete, physically ' \

. manioula*ive way. . He or she avoids goals and tasks

" X .

. requirinq spbjective, 1ntellectual, artistic, or AN

,8pcial abilkties, and prefersaskilled trades or

agricu]tural technical, and engineering vocations.

.Such individuals are often described as masculane, ) . .
emotionally stable,‘materialistic. L N "- '
S ' ¢ o . .
. 4 » . . . 4 L4
: 2) -Intellectual . - : B . '
The intellectual uses his 1nte}11gence to work With K ‘

words, ideas, and symborgi; According to Holland,

' ¢

~these 1nd1v1dua1s llke sc1ent1f1c, theoretical,) \ -

artistic, and, mathématical tasks and vocations,

They avoid social and emotional situations, prabtical §>~ .\
: .
and conventional tasks. < o

o A R S

3. Soc1a1

These peopil employ their skills to manage others..

: .."

‘7They like sogial. 1nteraction, and prefer educational,

~ I
therapeutic, and religious vocations. They work well ) o

in community, governmental, and dramatic act1v1t1es, and

~ see themselved as soc1able, cheerful, conservative,

responsible, achieving, and eelf-accepting. They ha‘ve‘ .

high verbal, put low mathematical ability. =
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.

4. Conventional e - - .

.n . * ) ‘{ \

e o Conveﬁtional persons deal with the envircnment’ by choosing

| . - !

e - goals and activities that proyide social approval. ?hev.. . T

. ~ .

.~ conservativeness|. They do well at[clerical and computa-
’ B ¢

1 . tional tasks and tbey walue economic matters, seeing

create a good in[ression by neatness, sociability,

‘ tﬁemselves as shrewd dominant, qpntrolled, rigid, and "~ | .
| stablc. They differ from ociag persons by havmng
‘greater sqlt-controi and by being more hsrd-headed.

| A B :
. S5, Enterprising . oo : .7

\
’

! i . u » . L4

’ . The enterprising person 1s adventurous:, domineering, AN
. ] . / '
enthusiaétic, 1mpulsive, persuasive, verbal, extro;érted,_‘

confident, and aggressive. - Such a person performs we11

[} ’.'.'a
in sales, supervisory, and readership positaons and enJoys
'athletic, dramatic, and competitive events. He or she

‘does not like confining, manqal, nonsocial activities.

(The enterprising differs from cbnvedtional by being'ﬂore
" sociable, original, adventurous, and aggressive, and less

- - responSible, dependent, and conservative.)
' ' S . - T ) <\

Ny

- . . L]

6. .Artistic

-

\\The artistic response to tﬁe environment .is to create Cart ‘
formh. Artists make Judgments according to their subjective
’ . Co perceptions, and fantaslze in problem solv:.ng They havq

greater verbal than mathematical‘abilities, and,m/v see

',.... ) . | ,'. . | 5 \ N ’20 * | | . 4./
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. \ e themse(?es as unsoc1able, subm1831ve, 1ntrospect1ve, ;
A senaitive, impulsive, and. flekible.. ‘Théy prefer N -
Y . .
. .musmcal, artfstlc, literary, and: dramatic vogatlons and:/j
-\ e : / a o <
! apt1v1tﬁi o + ' : o . L. S

A . Holland belMeves that there’are %Sifgifondlng work enV1ronments.
( ’ in which these personallty types flpd personajl satlsfactlon: Descrlp-
. . L )
.o tions and examples of the work env1ronment categories are- glven below.

“ - 7/

¥

‘ W W .
'3' o, . Work:Environments

1. Realistic oy

InvohveS'concrete, physical.tasks requiring mechanical
skills, persistence, movement; requires a mimimum of ) ‘ ‘

interpersonal skills. Typical setting: farm, construc-

)

. tion site, barber shop, garages. r

* L . ——

. . 2. Intellectual

. .o ' ‘f' nvolves abstract and creative abilities rather Lhan

personal percepttveness. demands lmaglnatlon, 1ntelllgencp,

’ ' use of intellectual tools and ‘'skills,-working w1th ideas
) L
e more than people. Typical setting:“librarx, research

[ , . : P . B -

laboratory, diagnostic confererces, work groups of certain

3 ';j/ggeoialists( S , ) .

\ 3. Social

(]

Involves interpretation"and modification of human behavior,.
caring for or dealing with others; depauds frequent and

“w i prolonged personal relationships; work hazards are prlmarlly

Q [ , , .
fRICT. . - e
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\ ' emotional. uTypical‘settiqg: school, college

classroom, churches, mental health facilities,

recreation centers. -.

v 4. Conventional

Involveg,aystematic, concrete, routine processing of

verbal and/or mathematical information; tasks often

(X4
. ‘\\\repetltlve, short-term, routine; requlres a minimum

of‘lnterpereonal skills. Typical setting: bank,
: { ~ » . .
\ post -office, business office.
o . ‘

-5. Enterprising 3 .

‘

Involves verbal skill in d1rect1ng or persuading others,

. demands controlling, planning of others, ‘the nee% for

' s
an interest in others is less intense than in the

social environment. Typical setting:  real estate.
office,'poljtical-work, advertising agency, car lot.
A ,

~

6. Artlstlc . '

Involves creatlve and interpretive use of artlstlc formsy-

,"deménds ability_to draw upon knowledge, rntultlon,f'

s
emotional life in problem solving; smay fequire intense
,xnvoIvement for long periods. Typical setting: theatef,-

library, art or music studios.

5-15 120 - _
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| The VR specialist working with rehabilitating drug abusers must

consider the unique needs of his clients, most of Avhom will require.

‘substantial aid in vocational development. The specialist, therefore,

‘shouid be thosoughly familiar with procedures for assessing cllents“

and collectgng essevtlal 1nformat10n on self-g;ncept and vocat&onal
\

- : . > i .
Rghabilitation planning will depend, in large measure, On the
— ,

—-=——-YR-specialist's complete knowledge of the client's vocational develop- -

.

ment thus far. Only then can the specialist as§iét the client in

'acquiriné the necessary experiences that will allow him to proceed

with the steps Ieading to vocational growth. - ‘

To be truly effective, the vocational development process

p——_

should 1nclude a variety of guidance services. The VR specialist

may often be required to educa;§ the program staff so that these
Services can be provided. Only a well-planned program can accomplish

AN

the desired goals; -the VR specialist is a key figure in planning and

implementing such a program,

R
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R B . CONTRACTING AND GOAL $ETTING .-
| , )

:‘ ‘ 1. Creation of goals,”establishmént of- contract 2 . \

O ) . A. - %he naEure-df contracts ’ ,' P
. A ' ¢ ‘ )

B. Phases in developing contractual treapmént plan

\

S ExplQ;atlon of 1ntent
[} " .
2. Establlshment oﬁrmutually agreed upon goaks

a. Aé%alnable

™

b. Clearly stated '

) rmm“mw'c. Measurégig- ‘ Y
- 1. d. Time-phased ) ’ . '
. ‘ / “3.‘ Considération of-;espénéibilifies )
‘ 3 4 Identification of co'nseq\iences N ‘
., 5. Selection of means oﬁvévéluatipn
' a. Who will‘evaluate ' .
b. How will client.be\éValuated )
, ¢. What wil; indicate’suceess ] , ,‘ ’
) I1. Summarj; N - \ e

« T, ) ] ] @ . .
’ - - \
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CONTRACTING AND GOAL s'E'r'rgm' IO ‘

4 ~
R .y

The creation of atta1nable goals and, the establishment of a

~—~_
; treatmenm contract are two of the most critical 1ssues in effective
‘rehabilitation. fhere are three prerequisites to meeting these ¢
- . : ' ' e .
issues: o |
™ " 1. An understanding of the:client}s‘baﬁt:round.. '

—_— P ; o /S o ‘
e T 2. The support and asgistance of the tre tmentbprogram for '”z//’
“a ST the client . f- '

.o .o Y3, A philofophical approach to the successful reentry of

" the client %o gainful employment

: " THE NA'I‘URE OF CONTRACTS '
/

> . . ‘A contract, as applied in the vocational rehagfﬂitation sétting,

. is .an agreement between a client and the VR spec1alrét. It is

voa N entered into for the purpose of effecting growtn'apd.changeain
. I

a clientk its- goal is to make the client self—sufficfent through
/

;' | employmeJt. The contract defines the client's goals for successful

) job placement and clearly states_the means that must be employed

to achieve-them. Fu%ther, it defines‘the scope‘or behavior.
expected from both the client and the specialist. |

It is important to remember, however, that the contract is not/
a rigid document whose contents cah never be altered As new needs

J v

’ . /
‘e

H ’ .
) - ) L

@ teg,

*

. 6-3
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_or érobiems-arise the contract should bé readily open to rene-

gotiation by either the client or the specialist.

The g al is an important Component of a treatment‘contract.

—

It is an exp11C1t statement of a W1sh deslre, or intention
that will be reallzed w1th1n a. Spelelc perlod of time through

a speclflc course of actions, by employlng speclflc behav1ors.
The, goal niust be realistic and attalnable W1th1n “the time

’
/)

. period estimated. ' ‘

. . N

A contract is stated simply, and specifically{ in commonly
.understood language.‘;It answers the question, “how will.youQ
and I know when you ‘get what'yon_are:working for?" To rllus-i
trate: —~rather than say that he.is,éorking toward getting a
~Job, a cllent mlght say, "I want to complete my G.E.D. by
June (3 months) in order.to aet a )ob with the telephone

company as a lineman." o : A

.\X contract negot1ated between the cllent and the VR spe-

ciallst is an outcome of the folloW1ng processes.
v, s |
e 'Assessing'the client's current strengths, skills,
,abil;jigsp interests, vocational preferences,'liféstylé,
. . \
and Pehavior patterns' (The asgessment is made thro::}
, personal interviews with the client, psychometric -

ing, 1nterv1ews W1th program staff---or reviews of case

history materiETE—-and any other sources of information

1]

that)may be available to the specialist.)

6-4 127
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Feeding back to the cllent the- speclflc 1nformat10n that .
a L9

the speclallst has 1earned (Thls should lnclude percelved T

problems and concerns pertlnenm to the:* cllent s‘vocatlonal

placement. Such' information represents Ghere the client
is noy, or condition "A".) e - -

‘@ Clarlfylng,WLth the cflent,whAt goals he would like to >
accompllsh as an outcome of the rehabrlltatlon pfocess-- . ‘ ,
. & ‘ N

p (These prOJected goals represent what the cllent would

r,

like to achieve in the future, or_condltlon\"B"fL

s

- v r o
. A}
’ -»

. The acceptance of a contract'by‘the specialist also assumes
° . ! : E L . -
_that the.specialist is capable of helping the client meet that o

contract In the above example, the specialist is responsible'

for~ * 1) knowing the elephbne compaﬂy 8 polity toward hlrlng - N
rehabilltated drug. users, 2) -knowing fhe specific educational |
b ’ -

and skill requirements for the lineman job; 3) determining the

'~ compatibility of the work and work envircnment with the client's

o

:rperhénality'profrlé“; 1) being.prepared to pave the way for
tﬁe_client through contacts with the personnel @ffice; and,

5) h;viné informaticn about what the client shéuldkdo to pre-
. pare for the G.E.D. ’ -/ . |

N

!
FIVE STEPS IN T'F.?ATMENT CONTRACTING -

Five steps are required in developing a contractual treatment

plan: . C o )

- 1) Exploratibn of intent

?

*
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, 2) ~Estab;ishmen;‘ofzmutually agreed upon ieals*‘ r;l\
. 'A SRR | ! " i’..f =1.'{)5’
3) Consideration of-responsibilities B . )
N . _— - T e
. - 4) Identificat#on of consequences: rewards for sugcess,' -

p Costs. for failure

’

- ) M

5) Seleétion\ef a means to evaluate change or ‘re lizatiTn
- [] : B . . ‘

of goals - _ : <~ - ”
] . o .-

-

-Each Qf these steps represents a vital compenent of . Qpe con-

\tractual treatment process. The ellmlnatlonxef any one of them
. Lr‘- . .
‘. jeopardizes the prqbability of successful rehabllltatlon“ During
. . . s . . o
. any of these'steps, boweverp*the contrgbt can be renegotiated or

- amended ' to flt‘partlcular sltuatlons or needs that may arlse.

Each of the steps 1s analyzed in the’ follow1ng dlSCUSSIOn.

' . -

‘. . : / .l
+

]
s .
] [ ‘(‘~ A
J
L, .’ Iy ’ .y
» . /
. /
Te
- - " ,, o .
) o .
| N )
‘ 1
’ \
. . t
. 4
] -
- .
) !
* : T '
. )
-~ “ ’ - ‘) \\
- -1
. ; < N )
4
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. q Exploration of intentw o ‘ ' !

- As in most situations, the client and the spe;:ialist will

» expjore each ‘other's intentions, directly and indirectlx, during

—~,
P . their first meeting. »The spec:.alist will want to know why the

-‘

. ,‘ - client is in the ,program, whether he is motiva‘ted to change his

: 'behaVior, what changes the client has in mind, ‘what role. the
. client sees the specialist playing throughout the process; and-
»

e :what will indicate that the-planned change has been accomplished

The client Wlll wanst‘to know about the spebzalist and about the

X3 'L. ¢ w_w;;r"ogram (Fof' example: what is the motivation o:ffthe* specia*li—s.t,w'“"»
O . ‘and .how does he\intend to help?) o A R ‘
' T ~ ) v | .: . L . : 't
itablishtnent of mutu:allx. agreed upon goals , -, ‘
‘ ] ‘ ulutualitj implies that"both the»~client arid th\e VR specia.list

'

know and agree. on what they are working toward, mutuality-should
te be emphas.ized while prepar\adg the contract. The ‘s".p(e}':ialist must

| not s:unply accept any goal the client presents, he“' must how allow
R /. "N\
<= <. ' the client to believe they are both working toward "the same goal /

-~

| A if they actual}y are not. The specialist‘s own interpsi: com- . ‘
*\4 . ) P tenoies, amd ethical standards shpuld place limitatlons‘on what :
B ' h? is, and 13 not, w:.lling to help hig' client accomplish o
- ~(Krumboltz, 1968) : R ) o S
. - The spec:.alist and’ the client should agree upon goals that
| are: - - o o
" e Attainable. The “plrojécted. chang‘es 'mnst be ré‘alisti'c,
| ' - yef challenging, and'wi't.hin the reach ‘of .the‘client, . S
' ‘ | considering his skills, knowledge, 'psycho‘loigic’al atate, . '
! /J and readiness for work. The skills‘and .'su.ppor,t available o g
S o 67 30, - _
e . o
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from the agency should also be.taken into con51deraéﬁon.

R o Clearly stated The goal'statement should be speCific
| and 1nclude referﬁnce to .the precise attitpde, behavigr,
5 thought, or feelings that may need to be developed in '
by e order to. attain a goal ..‘ o, ) ; e
N ° Méasurable. The stated goal must contain elements that
.can ‘be objectively appraised | |
° Time-phased A period of time should be pecitieo during
-0 ) which the goal is expected to“be"attalned, 1o) thc tlient?s
o prbgréss toward that goal may be evaluated. |
\ % T - v
Considcration»of'responsibilities' o o ' o "‘1
What is expected of both parties? 'I‘he specmlist offers time, .
'skills' support,aand profe851onal knowledge to the chkient. The
"client makes ; cqmmitment to behave in one or more ditferent ways. :

Each party mqet know what the other will 8o in 6rder to fac;litate
\ .
the completion of goals and make good the entire contract.‘

According to M Holloway and w. Holloway (19;30, the client

0

‘has the major responsibility both foy setting-the goal for changé R ’,f

{

and for attafhing‘the change. This clear statement dE responsib:lity
: 8]

avoidé‘the establishment of a«dependency relationship w1th the \

‘specialist.' When both the client qnd the specxalist estabiish the
1 ‘ 3 / .
mutual contract, the speCialjst is no longer the caretaker of xhe o
— o
l/ ’
elient,- but .rather an equal partLCLpant in. the process rf ch:nge. '

Holloway and Holloway also empha51ze that both the client and .
-the specialist must know precisely what each meabs, in language

that is qlear. In developing the contra t, the spec1a113t must

- . : T
. .\._ ' : 6-8.' 131 '
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.

not make promises to the client. Promises negaté the equal role’ '

of the client and specialist, and may create,or re-zreate the: I

dependency qelatiogship.‘ - . T \

It is the respousibility_of the'client tovspecify “whe:g he
ig" currently (condltlon A),’and where he wants to go (condition B,
the goal),  Once the cllent spells out all features ‘of condirlon A
and cﬁﬁa*tlon B, he then details & plan that would také.hlm from

A to B. The Holloway approach asks two questxons of the client

’

at this point: - (1) What must you do to get from condltlon A to
: : \

| the desired state of condifion B? (2) How do you stop yourself/// '

fror reaohing'condition,a? With these guides, the ~lient will.’ ‘

identify new béuauiprs to be .developed and then instituted, and » - "

‘ ' ) . ! . . )

©v1d or gurrent Pehaviors'that,qill be discontfnued. v oo ~
/ : | ' ' )

Identxf‘oa\;onfof conseqpénces L S . - T

What happens if the cllent d-és or does: not complete a goal?

.,

The establlsh&ent‘ot a goal is meanxngless unless it has some .

1}

“value to the ciieant. The ¥Value can usually bs found in the -
¥
awareness that the successful complet101 of a goal will }ead

e sométhlng of;highel value, e.qg. %/a better Job, a more stable ’

-

¢

marrlage, or a new skill.

‘
?

. ;o
Consideration should algo be given to the consequences of
not attatﬁiﬁg_ﬁ doal ‘or goals). Whathchanqes will not occur if.
' a_prescribed plan is not followed? Are there inethods of punishment

L) ' 1
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that will be initiated if'the client fails to COmply'with the '
contract, such as withdrawing weekend pass pILV11eges or demotion

d .
\
]

'in wprk activities? ,

I
i

< Selection of .a means to ®valuate changes ' | g
. If.goals are accurately stated in terms of the behavicrs to

be changed or learned, the evaluations of those changes can be

measured by observation of the specialist;or a third party. Both |

. . : . N . . : . .
! €

* & client and specialist.should.agree on how the client's'work progress

or attainment of goals will be evaluated. .This:consideration mdst
T include: ‘ | . i , < C
® Who will evaluate? (employer, client, counselor)

T @ . How will client be evaluated? (examination, employer . . ‘

references, urinalysis, on- the-Job observation) S

c

‘ ® What will indicate ‘success? . (doing something within a
w ' certain period of time, being able to.complete a task in

y a given percentage of the time)

At this point both parties implement the evalyation procedure.
Given the'results, amendments are made or a new contract is drawn

. ‘ directed toward new skills, attitudes, feeling, or thoughts.

The contracting process is a cyclical one. Once initial goals
, . . have been completed, ngw contracts ar€ made for continuing success.
If goals are‘not met, a new-COntract can be made for attempting to
) - realize those goals again. . : C |
- . C ) “ .“ : ' | B | . ‘

. | - 133,
' . T | 6~10 -
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' ‘80 that he can he1p the client establish,é repli

’ unrealized \g
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SUMMARY .

cannot.be stressed enough. -The contract enables the specialist and

/S v

the client to define clearly and explicitly what’ changes t‘e 1atter

-

wishes ‘to make and the means necessary to accomplish these changes.

In developing the contract the specialist needs to know as

tic view of his
A

present'situation and his prOJected goals. uj’ Iy ' -

-

- A J

Each step 1n the five ‘stages of contractual planning is v1ta1
R

to the ove all‘process.. Together the c1ient and the specialist

\

1ng the contract, determine the consequences of
r , .
g, and decide ‘on a ‘method of evaluation\

bility /for

) 5 .
‘ Contracting is a fluid protess and the contract can alwgdys -be

modified or amended if the client or specialist deems It necessary.
Q ¢
It 1s also an ongoing activ1ty completion of one goal may pre-

cipitate the- desire for another contractjrthe total process -begins

anew. A

'i Thg importance of contracting and goal setting in rehabilitatf

L 4

much’as possible about the c1ient (aspirations, zpterests, abirities)

on

2
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Client.Rolé Profile *1:. John Jones ("June Bug" or "Junie")

[ 4

You are a ° 19-year-old ' black man who has been a resident of

Dl -

the Tomorrow House Drug Treatment/an& Rehabilitation Program for-
. . /
six months. You are . now drug free. You were referred to the

'érogfam as a cqndition pf your probat%oﬂ; You were "busted" for

| shoplifting seven QOnths ago. Yoﬁ suéported your fairly heavy -
habit by shoplifting and sélling the articles to a neighborhood
“fence." Upon entering the program, you'were hosé}le, ﬁnc00peraf
tive, distrustful and unéommunicaqive.‘ Howéver, the program
staff waslpatient and ydu eventgally lowered some of your de-
f;nses. You éeem to be moving toQard'readiness,to leave thé pré-
gram and havé been seeing the vocational rehabilitation specialfst
for about three weeks. You kniow how these things work and you
don't expect Very much. Your perception i’s that the specialiét
will jdsthet you a job;.{any job so that you can leave the pro4

”éram; You don't expect to have to do .- except tell the

specialist what kind of job you want.

Personality Characteriétics .

7 N ' ‘ ’

-/ N

You are "street-wise," cocky, distrustful, generally a loner.

‘Your *language skills are generally poor and more ‘suitable for T
the street than conventional society. You are often frustrated
by your ihabi;ity to\ express ideas. You generally lack assur-

ance and e#bériénce anxiety in situations that you are unable
- 613

13y

A . _‘
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r

to control. You have béen workir'xg, very hard through our therapy .
aroup to control your temper, which often erupts into physical-

violence. : ’
‘ \ .
T
. o ! - . .
. You are prone to periods of dépression, at which time you S ‘

close yvourself off from others. .

You . have only recentyly digscovered that you become anxious
.and suspicious whén people ‘try to get close to you. You have no
‘close friends. You have had no satisfactory relationships with

women. ' ' <

You are a highly structured person. You like to have things
neat and orderly. You don't mind routine and have no difficulty

following a s'chedule, as long as nobody nags you. ’ ‘

Educational Background

} )
You dropped out of school iP the 10th grade aftér'extensive

pariods of truancy. Although you were considerjf "bricht" by
.- your teachers you consistently performed poorly. You felt has- '

seled by your téathers and inferior to most of your classmates.

~

Employment History

' . J—
-

Your employment histcory is spotty. You have never worked for
more than three months at a time since leaving school at 15.
“Y a worked as a bagger in a supermarket, a produce loader in a

large produ.e market, and a delivery boy for a neighborhood

pharmacy. You were best at shoplifting and have only been ‘
4 - ‘ )




. Modufe 6

. caught once in many years.

v

‘ . Each of your jobs was terminated after figﬁting with the fore-

man or supervisor because you felt they were pushing you around.

Interests and Skills : *

5

™~

A

* ’ . ™ - ) \ .
You have never' really cultivated any hobbies;, but since.coming
to the program you have developed an interest in phot:grabhyﬁ
- ‘ -
You have shown a talent for composition and your pictures, al-,

though still somewhat amateurish, have been hung in the house \

and admired by the residents: You enjoy puttering in the dark-

] A
\

room and wandering about alone, looking for subjects to‘photo- \,

-

.

graph. : - _ ' T

You do not feel or believe that you have any salable skills.

' ’ v [
\

‘ ‘ Vocational Aspirations - | .
v :

. ‘ N .
You have become really impressed with the'way the program

staff has responded to you here. You &hink maybe you would enjoy

'beiﬂé a counselor workifg with young people, but you have no

conceptign of how to learn to do that. Beyond that notion you

S . .

have no icea of what you would like to do except for just getting
. ' A

a job to be able to support yourself. You have no concepf of

- ' ¥
work as meaningful and tend to view it as a means to an end--

money to pay your way.

o
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, VO_CATIONAL REHABILITATION SPECIALIST'S DATA SHEET
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¢

qg}ient Profile #l1l: John Jones ("June4th“ or "Junie")

¥ |
'~'.

Black; Male$ 19

L RN

Single . - .
N ‘Drug: . Heroin - Detoxifiea on methadone - Currently dfug free
; Referral Source: B 5 | R

-

‘ ' . . ! .
Junie was referred six months ago to Tommorrow House by the

Court after'being_conviqged of shogplifting. He has had only

one previous contacdt with the Court as a juvenile for being un-

governable‘and bgyohd the control df his parents.

{ . 7 ’
Histor - ' P
’ Junie is a_l9 year old, black male who drépped out”of the K

10th grade at 15.' He has a mother and three sistexrs but left

home shoxtly after drOpping'oué of school. He has been on his

b

owh, living where he could, never stayinglin one place very

| | | \ .

1dng since that time. ' ‘;)

i . T ¢

Drug History

{ : S,

. He has been addicted to heroin since the age of 16 with no .
’ , : '
more than a week of abstinence in the last three years. Prior

to using heroin he had experimented with various drugs, mostly

- @ [ 6
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sedatives, as early as agello.

s i o
Psycholdgical Evaluation ‘

[ 4

Junie was seen by a psychologist for psychometric testing.
. ) .

The following tests were administered: T
Wechsler Adult Intelligence Scale
Thematic Apperception Test

@  Bender Visual Motor Gestalt Test ' - . -

o !

/
v

3 -

Human Figure Drawings .

&
,
N,

Results: | ‘

Verbal Scale I.Q. - 128 , ' : -
. _ ; —~ ‘

Performance Scale I.Q. -/125 : ‘o

Full Scale I.Q. - 128
-

e

o

Junie's 1.Q. 's on the WAIS placed him in the super:.or range ‘

-~
L]

3
of intelllgvnce. He shows conSLderable artistic ab111ty.

[ S .
He appears to be a very-angr§ young man who has poor impulse

control'. He has great difficulty in expressing hlmself con-

structively and often resorts to phy91cal violence at the
rslightgst provogﬁtion, real"or imagingd. Authority'figures;
" real or pefagzved, are often the'obﬁect of hié verbal or

physical abuse. Juni; has a.low"kolerance for anxiety and

frustration. S : ’

/ Junle egpresses feelings 'of anxiety and insecurity in 51tua-

tions.where he does, not have control (of himself or of the . "

>
L

. 6-18 ‘ ‘ —
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‘

situation.) His interpersonal relationships are characterized

‘ .by suspicion and" distrust. He admits to feeiing angry and some- o
| times frightened when people attempt to get too close. Howeuer,\ :
: ‘his interpe{sonal behaVior has shown marked improvement in the
| program;in that he is able to joke With other-reSidents and t\
generally join in thé repartee. “ e . ' B o
’ ' . . . T
Junie accepts structure and routine but prefers to follow
~ through on his\pwn; He becomes resentful if directed to do
something’. He is ahle to attend to his physical needs '
quite well and his hygiene habits are good. He takes pride in

. N '
his personal appearance.

In'summary, Junie is an adolescent Ofisuperior intelligence.
who sees himself as inadequate.and insecure. 'He‘presents-him— .
Sel%/as an anxious, immature, dependent young man..- He has
apparently resorted to drugs as a means for adanting to the
stresses of adolescence. The availability of heroin and the:
acceptance of drug abuse by hisipeers undoubtedly contributed
\to his_choosing drugs as\a mean%\of'adapting. Drucs apparently ]
“have allo&ed Junie to experience himself as less inadequate and

more secure. They- have created for him an ,identity and a way

~out of his feelings of isolation

Vocational Characteristics

N\ .
Junie has few identifiable skills because of his impoverished

)

experiences in growing up. He does, however, take pride in o
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. o .
his skill in shoplifting.:
{

. Despite '‘his poor lanouage skills and his inability to commu-

nicate feelings and ideas verbally, he learns»quickly._.

\

~“Junie shows defxnlte talent as a photographer 'He has a good
feel: for composltxon and has done some excellent portrdits and

'etlll life photographs. Untll no 7 Junie has been unaware of -
a ' ’ .

his creative potential.

-
v
4

Junie, leaving school in the 10th grade, was an ‘underachiever

and truant through most oﬁ.his school career. he can specify no

subject that was of particular interegt to him. r$

Vocational History . : o o

Junie's previous work history -is limited.' He has hqd‘three
S ,
Jobs, none of whxch he held for more than three months They-

’

were bagging in a supermarket, ldadxng produce, ana dellver—

-

ing for a pharmacy. Each job was terminated after an altercation
il Py , . .

with a supervisory person.’ T . .

1 4
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Learring Activity 2

Client role proflle #2° Joanne Brown

- You are a 25-year-old black female who! has been Jn.treatment
. - at ‘Tomorrow House for the past\el t months . You- campe 1nto treat- -

ment'volunthrily. You;have beeh using drugs,\mostly he *oin, for
~about 8ix years; 'your girl frlends 1ntroduced you to herOLn, and
you ehjoyed the high. Although you are in good healrtﬁ ycu have

' ‘.L a tendency toward high ‘blood pressure, and the problem is’ partlcur

\larly bad when you go through one of. your frequent perlods of

depresslon. During these perlods, you cry a lot, express a w1sh
to be dead, and have admltted yourself te a. hospltal in order to:

"get youﬂself together " Since you have been at Tomorrow House,

you have been ‘drug free, but you often feel overwhelmed by the

. stress of daily living.

Personallty Characterlstlcs

In the ninth grade you qult s£hool to have a baby, but you
completed school and didn'‘t marry the father of your child until

you were 18, It was .around thls&same t1me that you began so use
]
drugs. You soon left your child and husband and began a relation-

ship with your present boyfriend (who is twelve years older than

you) because he helped support your habit. After knowing him for

a few'years, you moved in with him, and the twg'of you have been
living together for four years. /

Your son, who is now 10, has a learning disability.

You feel guilty about leaving your hushand and son. You also

. feel- that ypu have let your family down: they are Jehovah's
’ N ‘

6-21 o
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4 Although you interrupted your education to have ‘a baby, you

_congtruct familiar objects from their component parts.

. [
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N

v

' {

, Witnesses. who také their religion seriously. One of ‘your younger '

/ ' - ¢ ’ .
sisters tries to understand your situatian, but the other ane‘is

bpenlé‘gritical. Although you all gfew up* in an intelligent, *
religious, middlé-élass‘famiiy, you seem o have deviaied L ‘ g
radicaliy fiom your -family's expectations. You often wénde; ‘
what efféct your pafents” divorce had on you. You were pnly'

-

five at the time;‘h9wgven,'you cﬁastise yourself by. saying that-
both of your\gisters“were'évén ypunge?, and they seem to. be doing ."f
O.Ff. You feel so unworthy that you often refer tO'you}self as a
bitch, ,

One of your pr?blems i that yéu have a har@ time expressing
your feelingé except through teyrs;'you can't'r N tovsay.how you
feel. To avoid gett@ng'in touch with your own feelings you concern
yourself with how ofher people are doing and whether you can thelp .. ‘

them.

Educational Background

did graduate from high sch?ol. You test at a level of average

* ! ’

intelligence; your best test scores were on social compréhension
and judgment, lowest on ability to perform abstract reasgoning.

’
On- the performance: test, your Rest score.was on the ability to

-

-

Employment History - , | | v

You have quite a few salable skills: typing; filing, and
limited shorthand. However, ydu,have a poor employment higtory.

4
v
4 .
. .

6-22
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Of the seven jobs you've held,- you were fired from twa‘and you ‘

left the rest“becaﬁée‘§ou have difficulty dealing with any kind

)
\

. of criticigm. . y

o

. '+ 4nterests and Skills LA

t

Apart from the clerical skills you -have, ygu seem not to be

. - Z . .
able to do mych else. You have no hobbies, and express no

paqticﬁlar interest in anything. , ’

-

-~

-

Vocational Aépirations
Ydu:seem so overburdened with slﬁply tfxing to "stay on top |
of_ﬁhings"~£hat yoﬁ realiy haven't considered a job or career.
 Most of your past jobs were in insurance“;gedcies( bgt you
hayen't thought aboﬁt.whgther jou liked that kind ofrwork becaus?

you were too depressed and defensive about the peréqnal interaotions

4
that took place. *
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' . VOCATIONAL REHABILITATION SPECIALIST'S DATA SHEET  J
‘.w | | ‘\\ l ) Lg
.7\‘ . . . ! ‘, . -\ ‘' \ . ' .
Client Prbfile #2: Joanpe Brown' . ; .\ \\ oo
" Black, Pemale, 25 , N
Separated ' ‘
A ) . . - \,
. Drug: Heroin - Detoxified on methadone - Currently drug free
: - . )
. Referral Source X ’ )
) Joanne JOlned the Tomorrow House drug program as self-

referral eight ‘months ago.

. Historv ’
H.storz L o

*

‘ . ‘Joanne is a 25-year,;-o]:d Black female presently separated from
. . - [N

her husband.' She has been living with her 37tear-old boyfriend .

for, four years. Joanné® has one "lo-yea'r-old boy, who has-a l‘earn--

.
{

.ing disabil{ty. ‘ﬁ. ,

. ~ Very neat in appearance,-she is slightly plump a d in ?ood ' ’

_health. However, there is an indication that she has high blood
. N, ) : :

pressure.

»

When she was five, her parents were divorced She has two -

younger sisters, one who is very critical of her 11festv1e and
the other more concerned and understandlng. Her family is middle
class, wvery artlculate and 1nte111gent. They are Jehovah's
Witnesses. - | ' | ‘ .. (
. Joannebleft.school in the ninth grade to have. a baby but re- _ -

‘ turned and completed school . through the 12th-grade. At 18 she

married the father of her ch11d

1]

| | A ‘_ 14¢ . )
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Drug'Historx

&y : o . .
She began using drugs, mainly herein, in 1967. At the time,

she was working and using the fncome from her job to support'her )

habit. She wasg 1ntroduced to drugs by her glrlfrrends. Joanne

-

reports that drugs gave her a euphoric fee11ng that she enJoyed.

Continuing with her drug use, she left her husband and\éhild T

and began a relationship with her_present-boyfriend who helped  ~
? y , . . ’ . .
to support her habit. A\
] ¥ .
Psgphological Ev 1luation’ | . ‘ ) \
Joanne tests at average intelligen “In the verbal area her

_ highest.ecorelwas on social comprehendion antl judgmenr. In the

faﬁiliar‘objects from their component parts.. In the verbal ‘area
: LY .

-—

Eer lowest score was on the ability to perférm abstract reasoning. .

Joanne s self-esteem is low, and she has guilt ‘feelings ‘about

) her huipand, child, family,. and rellgaon. Shersees her problem

()
but: cannot make a decision. She refers to herself as unworthy,.
‘ . ) .
as a bitch.

;-
She is emotionalif deoressed.and fearful; she has mentioned
suicioe. The g;essures-of‘her guilt are sometimes so overwhelming
that she undergoes\weeks of.depression accompanied by high blood R
. pressure, erying'epella, suicidaﬂ&desires, or afnittance to.a
e

hospital to "gain control" and get herself together. Moreover,

she never verbalizes her feelings and neglects her needs, concern-

-~

~

ing herself with others instead. S
. \ . - , " ?
‘ , 6-26
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_Nocational Characteristics

-
o
‘

In general, boanne has several salable skills: typing, filing,

and limited shorthand. However, she has littYte confidenceiin her-

self and has often left jobs when criticized by a supervisor. She
seems wiilihg to work but she has not held a job for more than ’

geveral months at a time. ~ . AN
. * ! ) - . ' .
"Joanne's interests are limited and she has no hqbbies.

: ' _— N
'Vocatinnal History o

\ L d

I-- A

Joanne has held seven JObS, five of which she~Left and two

A
from which she was flred because she couldn't get along Wlth the

people in her offlce, .She has worked in insurance company offlces
and in the main office of a large credit firme \

. -
3 >

T

6-27 ' ) '
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-

* . OBSERVER GUIDE . .
“ROLE | _ ' ~ !

Your role is to observe the specialisé'g attempts'to help the -
clien£ set goals and develop a contract for tfeatmeht and rehabili-
tition; &ou are to be a silent obseryer during the 20 minuteﬁ
allotted for épeéialigt-client interaction, using the guidelines
su§gested below fé/qrganizé your obéérvations and feacbiohs for
feedback éﬁﬁer the ihte;qction. \

' Remémﬁer that your task is intended to provide information
,that will be useful to the specialist in helping him master the
’851118 being pfacticed, Feedback is NOT useful if it is'punitive

critic¢ism, nor if it is a "whitewash" of important areas of skill

. . \
~ deficiency. Keep in mind that you'll play the specialist role -

also, anq'try to share Qbur*obserVations in the way you'd like

observations shared withSyou,

4

-~ ) \ \
You may use this sheet ‘to record the notes of your observa- .
tions if you wish. ‘ 'y
i ‘ ]
NOTES ]
\

1) a. What did the specialist do to facilitate clarification

of the client's motivation for entering the program?

¢

14y
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Learning Activity 2

. b. How effective was this? . | | ‘

2) a. How-did the spécialist help the cliént.to set goals for

creatmént? Were they arrived at mutually?

rd -

4

b. Were the goal(s) attainable, clearly stated, time-phased

and measurable?
\

3) a. How carefully were mutual expectations and responsibilities

AN ' considered?

.b. How much emphasis was placed on the responsibilities of . .

the client? Of the sbecialist?

]

o
. U . .
4) How clearly were the consequences of success, or failure in

attaining the goal(s) projected?

5) Were clear-cut criteria for measuring progress toward the

goal established? How was this done?

‘ 6) Write your overall reaction to the specialist-client

150 | -
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Yodule 7
Resource Paper
,Topic Outline

/
THE NATURE OF THE HELPING PROCESS

The Helping Relationship

A.* Joint Intérqction and kxploration -

- B. Mutual Trust ’

C. Characteristics Necessary for Helper
1. Eﬁ;athy
‘2. espect
3. ‘Concreteness
4 Genuineness
5. Self-disclosﬁré
6. Immediacy -;

\

7. Confrontqtion

Dynamics of Helping - : ~ Lo

A. Important Variables in a Helping Relationship

5 A
B Understanding Different Roles
14
Client Growth Processes
Some Rrihciples of Giving Help ' -
. - : ) ) 1 ' . ’
A. Leading Client t hrough Solution Process
: \
B. Helping Client Understand Probiém
C. The helper as a Sounding Board
D. .Questions for Helper and Client )
! /
: /
Summary : /
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Module 7
Resource Paper

'. .~ THE NATURE OF THE HELPING PROCESS . N

. Designatidns such as counseling, teachinc, guiding, training,
education, and psychotherapy have been used to describe the help-

ing process. Each of these processes has in common that the

(8

person helping is gryinq to influence and therefore changé the
individual who'is being heiped. The expectation, fgrthermo:e,is ﬂ\;
that the direction of.changé will be constructive and useful for
tho racipienfs by clarifying.their perceptions of the problem,"
bolstering their self-confidence, modifying behavior, gnd
developing. new skills.' ‘

Tgf HEIDING RELATIONSHIP .

The question for you, the helper, is how best to handle this
. vital but often delicate relationship in such a way.that the

recipient gets the most benefit from it. A number of writers have ,

explored the dynamics that can affect the sugcess of the helping_
relationship. Perhaps the easiest way to understand these -dynamics

is to put ﬁhe shoe on the other foot: imagine yourself with a

problem that may seem embarrassing, humiliating, impossible to '
. - a .

solve, or perhaps so trivial that it seems pointless to waste

~

¢ : '
someone's time (in which case the problem may not actually be the

same as your definition of the problem). Couple that with being J

in a program that, no matter how good or humane or egalitarian,

)

classifies yoq as a person who needs special attention in order

to make it. With that p1cture in mind, you may begin to
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'_lsee that asking for help sets up 5 very special kind of relation-~.
ship between th& helper and the person needing help, one that re- .

L

quires careful handling to be sﬁccessful.

. The helping process .involves continﬁous‘interastion_between two -
people. Because two people areeinvolved,.they must recoénize that
thelrs 1s a 191nt exploratlon of a problem; it is not a classic

teacher-pupil relatlonshlp in whlch one person talks and the other

listens. In fact, as Truqx and Carkhuff (1967) haye p01nted out,
the "helper listens more than the individual receiving help."

. The helping relationship, lgke.any otﬁer/ requires that mgtual
ttust be .estallished. Sometimes it may bé& tempting to think that
only the seoipient heeds to feel trust, but (and this point cannot
be overemphqsxzed) the helper is a person with needs, too.

Truax and Carkhuff (1967) also discuss, several other aspects of
the helping relationship that should be kept An mind by the r:elper. .
Tpey_have identified seveﬂ\characteristics that‘shoule be present
in any helping relatiopship: )

e Empathy--the ability t? see the world through~another(s eyes

e Respect-sthe_ability'tp care for. and trust another persen .
@ Concreteness--the ability to focus on“specifiégevents, to
discuss ptoblems in realistic terms, to avoid abstéeqtions;

® Genuineness--the ability to be'as sincere as possiple,.to B
respond to the recipient as a persos, to not piay a role, to be

openly oneself ' y

P *

® Self-disclosure--the ability to shere‘personal feelings and

153
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~ beliefs with the recipient . |
° Immediacy--thé ability to assess the £hter;ction téking place
and understand, respond té, and discuss the feelings that
are being expreséed during the interagtion; the abiiity to
talk about the present while speaking Qith the recipient
® Confrontdtion--the ability to "tell it like it is“ without
. Qorrying that\one might be accused of being harsh, unfair;

r 4
or too honest

The Dynamics of Helping

Just'as.the‘recipient musé feel that the helper really.:afesh the
‘helper must bflieve'ﬂhat'the recipient'genuiyel; wants to chang; some-
thing about his life. Both people have needs, beliefs; anxieties,
"values, and lives quiﬁe outside the relationship; but the relationship
that devélops betweeﬁ them is unique, dynamic, and diéfe{gnt from
any felationship tne helger may have with other recipients.

e

Four variables are. important_  in this relatibnship:
/
1) The helper
é) The client

3) The problem

4) The. techniques or intervention )

) “ 75 1.5y
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THE 1y,  THE
HELPER CLIENT
~
. ]
- SKILLS, | ° '~ THE : PROBLEMS, | . :
JTECHNIQUES, - |~ HELPING NEEDS,, -«
SELECTED - . RELATIONSHIP BEHAVIORS,
INTERVENTIONS . - . FEELINGS
¥
BEHAVIORAL - : N ,
OUTCOMES x K
3

r | N
.

As you can see'f;om this diagram, each person b-ings differé;t -
‘skills, Aeéds, And feelings to the situation. Whilé JHh2y may .
share many common characteristics'(as noted earlier) each has a
special and different role to play in fhe helping relationship. T 
€ince 'you will be working as a helpér,'ib ig.vital that you
understagh both how tﬁe role of helpef differs from other roie
relationships, and whgt things you can do to put.the'rolé to.best- .

use. It is also important that you understand the phases the client-

goes throuéh in the helping process.

7-6 135 ~ @
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L " Client Growth Processes, (Dendy, 1974)

‘ The Qrowth‘ process on the 'Apart of the client involves many

phases that may occur at varying‘rates, ranging from days to
.years. Clients may demonstrate varying levels of success with
- each of these phases. The following are some of the phases that '

.may be invclved in this growth process:
’ N ) : . ‘ \
1) Owning of Feelings. The client shows immediate and free '
> access to his feelings, expresses them in a genuine manner
and is able to idehtifystheir source or origin.™_ - o 1
A \ 4 . ' . ) [y .
. 2) © Self-Exploration. The client is actively and spontaneously
_ engaged in an- inward probing to discover feelings about
. ’ himself and his lifespace around him.. This includes his
: value system, his attitudes, beliefs, opinions and his
rational processés. '

}
3) 1Internali‘zation. The client knows and trusts his feelings
T ’ as belonging to him, and does not attempt to rationalize
them or explain them away as belohging to something or
someone outside himself. '

’”

. . - . ™
N 4) Commitment to Change. The client is deeply involved in
'~ confronting his problems directly, and clearly expresses
o verbally and behaviorally a desire and commitment to change,
. his behavior. This indicates the client's willingness to '
. ’ take responsibillty for his own behravior.

3

.f\\‘ 5) Differentiation of Stimuli. The client perceives the
different stimul. in his world, and avoids stereotyping
vaguely similar stimuli. This includes his value clarifica-
tion 'and a restructuring of some attitudes. /He differentiates
between his own characteristics and those othe.s. He nb
longer says, for example: "Nobody likes me,™ "Why canlt I
be happy like everyone else," or "I'm totally inadequate at
everything I do!" :

v

A
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6) Exploration of and.attempts ,at new behavior. The clienc
sets realistic goals for problem solving “and is actively
engaged in‘'seeking alternatiyes suitable to himself. He
-exreriments with new behaviors, keeping those that.work and
rejecting those that do not work. In effect, he' haXtaken
some 1nterpersonal’rlsks and discovered thet actively
engaging himself in new experiences is auc.. more rewarding
than passively fantasizing or worrying about outcomes.

‘7)' Intgg;ation of new behavior. Effective behav1or is in-
_corporated jinto the client's repertoire.

'SOME PRINCIPLES OF GIVING HELP
. . » , i - . ' .
Dawid Jenkins (1971) has indicated some of the things that a
. - : !
successful helper does or does not do. Let us briefly review

+

tﬁese suggestions. . ¥ 7

_One of 3enkins'-cardinal‘rﬁles is that the Hélper does not take
over the problém. Others have stated ;his.as, "Give a man a fish
and he'll eat. forﬁa day; teach him to fish, and he'll nevér be
hﬁnjfy’h The same principle, applles here- the Hglper cannot
really solve the problem--he can only lead thc glaent ‘through the

solutlon process, pointing out milestones along the ‘way and pro-

 viding support and encouragement. .

W%th that guiding principr*ln\mind, one of the-mosp ;mportant;
comtributions the helpeg can make is {o be %Pre that the recipient
really understands what the problem is. A client may complain
about the bus' route and how {. can never make it to work cn'time;
wfth gvlittle sensitive digging the helper %av discover that
thé reél’problem is not the bus but the fact that the clien&'s
wife stays home for_haif an hour longer and the cli: ..t wants to

be with her. 1In such a case, the problem might really be that the

15

-
/

g
]
9 ¢]




~ Module 7

couple can't find enough t1me together‘ ‘But arriving at tHis
, { .
redeflnltjon of the problem 'ls no 51mple matter. Questions must

- be posed in a way that the client doesn't feel he's being

.
’

'

v

interrcgated (and, often, disbelieved). Jenkins points out that

Y \whay

the helper must be able to express an understanding of the
difficulty without making the client feel inadeaquate or that it
is foolish to have a.problew. A simple but sincere statement such

as "I can see that this situation is really upsetting you and I

‘can understand that you feel uhstrung by it" is‘sometimes as much

hélp as dctually ﬁinding a solution.

More often than not, a person just needs a sounding board--

someone swhd will iisten patlently and empath:ca]ly——so that he can

. gef all his thoughts out and then begin to put them in order for

himself Listening is not just a matter ¢f taking in words. You

have probably experienced the ¢1ffetence between someone who

'listens "with a third ear" and someone who just consumes

" words. 'The. Qood_listener indicates by words and actions

{a ﬁoq of the head, an.encouraging smile) that he under-

stands and feols what the speaker is saying. He hears between
the lines, as it were. The good listener "helps the talker télk--
guides him through alterngt;ve solut;ons without.endorsiﬁg any
ohe course of action. ﬁsino this approach, the oelpor a(lows the

client to feel that he is solv1ng hls own problem and thaf he 1is

«capable, resourceful, and intelligent. Such an approach also

requires that the listener keep his ego out of the picture--he

' @ isn't listening and talking to s'h"ow off what a superior creature

4
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he is; he is there to help, not perform. ‘Jenkins(197l) poses some ‘
[
. questlons for both helper and client that are provocatlve for -

anyone in either role. They also w1ll glve you more insight 1néo

'some of the delicacies of the helping role: : '

As a Giver --

1) Can you avoid feellng flattered. (and seduced) by his coming

. ) to you for help? Ask yourself whether he would bette have
: gone to someone else or not yet to anyone? _ \

2) Can you keep from feeling a little superior or "one€>up" on ,‘
him? .Can you resist the temptation to display your ~
brilliance or your experienced wisdom at the expense of his
ego? A quick answer may be an insult; it implies that you
can with your little finger lift a load that has bowed him

- -down. Besides, it will probably be wrong; if the answer
were so easy, would he not have found it long ago? : «'

2) Can you listen well enough to 'sense how he is doing and .
ferling the problem? Can you let him begin with the point .
thet is hurting him, even if it isn't the way you would
tackle . it? Can’‘you squelch any early impulse to correct
. his facts, to challenge his interpretation, to pin him
. down whene he .is vague, or to conduct a cross-examination?
Can you py nods, and mm-humm's signify that he is being
helpful/ that he is making sense, that he should go on
talklng, that you are still struggling to understand?

4) Can you keep responsibility always on his, shoulders, re=
sisting the-temptation. to take over, to say (by implication)
‘leave it to me; my shoulders are strong; my talents are
gred&t; my heart warm? Remember that you and he together are
trying .to help him make progress in the analysis of a
situation. The onl}y interpretation on which he can act
effectively is the one he himself achieves. Often enough
your best contribution will be to serve as a sounding board
. while he thinks aloud toward his own solution. If this-
\ happens, he will grow in self-confidence because it was he,
.‘not you, who turned the trick. e

5) Can you curb your impulse to start making suggestions and
proposing action before the two of you have really diagnosed
the trouble? Most consultation fails to spend time enough
in getting a grasp of the true problem. Quick recommendations
usually bypass the real difficulty. It is often helpful ‘

15
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~

to start on the assumption that what the‘inquirer needs

N is better questions rather than better answers. Quite

possibly, if you encourage him to keep looklng at the
problem, he will redefipe 1t for himself.

6) Can you keep those assoc1atlons that recall your own pre-
vious experiences well in the background? Can you resist
the impulse to say, I met the same situation somet;me back?
Because, despite some 51m11ar1t1es, the two situations are
not really th& same. Bear in mind- that what worked well
for you at a different time and place and with different
individuals may be the wrdng line for him .now.

7) Can you accept his resistance to your helpfdl ideas? It is
easy to be irritated when someone asks your advice and then
fights it. It may help to kgep putting yourself in his
‘shaes and realizing that it is tough to have to face a ° ,
situation:-you can't readily cope with; it is tougher tq ask

’ . for help; it is toughest to.have to change one's previous
: ideas, attitudes, ways of acting. Give him time to wrestle
- with these mixed feelings. ‘ .-

8) Can you accept being uphelpful? Consultations become un-
profitable when the dominant motive is the helper's need to
prove that he can help. A major part of self-acceptance is -
willingness to admit Iimitations without defensiveness or
apology. Not everyone who comes to you with a problem will
find you helpful. Recognize this as-a fact; sometimes it
.Jmay be due to some failure in youy but sometimes it will
be inevitable. It is not a virtue to demand of oneself
omniscience and omnipot.ence.

SUMMARY -,

Effective helping relationships ha;e the same éleménﬁs and
charagteristics as meaningful interpersonal relationships. The
counseling relationship is a complex interaction of two human
beings each of whoﬁ brings his own values, attitudes'and percep-
tions of the worldAto the epcouhter. Despite the client's per-
déption.of éhe helper as a persoh who has all the answers, the
. helper must resist solving ‘the problems unilaterally. When the

counselor gets trapped into solving the client's prob}ems for him,

1

’6()
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it is often because both éartiés are attempting to effect immediate ‘
and aramatic change. Some pressurg can be gileviated if the help- |
ing relationship is viewed as a gro;tﬁ process. Growth in this
context means dyﬁamic, ongoing, experiential leérning where the
rewards or the'payoffs.fér outweidh the negative reinforcers.

'fhelping is a two-way proéess for the client and the helper.

. Each{tgkes away new growth and learning experiences as a result. of

the helping relationship.

Ny @
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PROBLEM SOLVING IN THE COUNSELING RELATIONSHIP

PHASES AND STEPS

This resource material defines specific phases and steps of a

, problem-solving session and gives examples of @nteraction between

4 i

I .
the ﬁistener and the speaker (helper and helpee) for each step.

Phase I: Identiﬁiing,the Problem e

Steps‘l through.6

‘ 1) Assist the client in defining the problem. L
2) Focus on final ﬁtoblém-solving goal with the client.
3) 1Idern.ify ways in which thé client may be avoiding Qolving‘
| the problem. {
4) Explore the price the client pays for not solving thé
problem. - o
5) Explore how the client feels abouf solving the problem.

6) Identify with the client the rewards he or she géts foi not

R solving the problem.

Phase II: Exploring Alternatives

Steps 7 through 9

. 7) Identify with the client alternative solutions to the

problem. :
,()'}
7-15
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) Clarify rewards and punishments attached to each

~

alternative.

9) Explore and clarify with the client how he or she feels

about each alternatdive.

Phase III: Setting Goals and Objectives .
Steps 10 through 12

10) Assi.t the client to identify initial changes he or she

—
s

might make to reach the final problem-solving gbdlﬂ&//
11) Help the client determine the amount of initial decess.

he or sbe needs to'épntiﬁue the problem-solving p?dcess.
12) - Explore alternatives the client might take to the ‘initial

{ » .
plan, if the '‘plan is unsuccessful. S '

Phase IV: Testing Out Plans

Steps 13 through 15
‘ \
13) Assist the client in organizing the order of activities
needed to reach proﬁlem resolution.
14) Assist the client to identify ways in which he or she might
defeét the testing-out process. (How will the client_stop
himself from solving the problem?)

15) Identify with the client the things he or she may be afraid

of in testing out the solutions.
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THE COUNSELING SESSION
)

The following is ahaialogue from a counseling session con- !
ducted by a VR specialist with‘a 35-year-old inactive addict who
is being seen on an outpatient basis through a drug treatment %nd
rehabllltatlon program.

Mr. S., the client, has had several jobs since completing his
treatment program, but loses them for various reasons after a
short period\of *-ime.

In the situation that follows, Mr. S. has just lost a job
that the VR specialist hés helped him get.

The VR specialist's objective for th£;~séssion is to help

Mr. S. clarify the problem and to establigh some ways of solving

ito » N

The trainers or selected participants will role play this
iﬁteraction between a vocational rehabilitation counselor and:a
client. The written dialogue is‘provided to help you follow the
interaction. At the conclusion of each step in the problem-
solving sequence in thQAAialoque you will'find an analysis of the
iﬁteraction at the bottom of the pade. At the conclusion of each

 9hase there is a "Stop, Discuss" notation at the hottom of the

paqge. The trainer will lead a discussion of what has happened

K4

in the dialogue tc that point.
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\

EXAMPLE I

-
Client: Here I am back on the ‘street again with no "gig."

Something alwexs seems to go wrong. I don't know
what happens! Man I'm so sick of -this shit, I

don't know what to do! (emphatically and wearily)

Specialist: Thjis is the fourth job you've lost in as many

L

months and you're confused now about what happens to

make you lose them? (questioning)

*

e

Client: Yeah I guess so!: 1It's not my fault . . . I just

-

try to do what I'm Supposéd to do and somebody
B '\\

- always starts £ _ _ ing with me. _
| AN f .
Specialist: 1Is that what happened with this last job? N

Client: Yeah!

Specialist: Will you tell me what happened that led ur to your

losing this last job?

Client: ~oll I didn't exactly lose the job, I quit!
- (angrily) My s.o.b. foreman was always breathing-
dowh the back of my neck aild so I got fed up and

told him to take his goddamn job and stick it.

Specialist: So having the foreman always ‘watching and directing

l()'
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your work made you very angry, is that it?
Client: Yeah,| everytime I turned around, there the bastard

was+ telling me to do this and that. Pissed me off!!

specialist: You were so pissed off by then that you' felt you had

no alternative but to quit?

Client: Man I can't stand nobody always telling me what to
do. He was always bugging the other men too. .

We were all pissed off at him.

Specialist: Did you feel singled out, although his behavior was

pretty much the same with the other men? !

Client: 'No, it's just that I was the only one who had guts
enou¢h to do anything about it. The rest of them

were too chickenshit.

Specialiét: Whgt I'm hearing then is that having somebbdy direct
your wérk too closely makeé you really angry'@nd
when that happens you feel the only way to deal with
your anger is to split from the sitﬁation. What do
you imagihe would have happened if you didn't split
whén you did? ‘ '

i <

Client: I would have busted the bastard in the mouth and

been up on an assault charge.
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» \ ’ -
Specialist: Would you say this is fairly typical behavior fgr'
you? . . . That is, when you're faced with a person ‘
or situation that, in your perception, makes you
angfy;pdo you tend to mbvevaway from the situation
or person? : | ' .
Client: I guess you might say.that. - Sometimes it happens
with my kids and my old lady,“too: . The last, two
' 'Y ' . ’
jobs I had, I quit, too, becauge somebody pissed me
. off. < ¢
f
ANALYSIS , ,
gpase I: Identifying the Problem
Step 1: The spenialist helps the client try to find out

‘exactly what the problem

is (the situation, the

people involved, the events surrounding thefprobn
-~

lem), when it happens, how it happens (how the

client behaves when confronted with the problem),

and how often'it happens.
’ 1

16y
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. " B EXAMPLE 1T

Specialist: I wonder if you've thought about how you'é like o

\
- see things changed.

Client: Well-. . . I'd like people to quit buggin'fme and

just let me alone to do what I have to do so I

™

wouldn't have to get pissed OSff!
{
S ‘ .
~ angry are aware of your reaction before you

Specialist. I wonder if the people who have made you

finally blow.hp and: leave. Do you think that

T they have the 'same pi%;nre of the situatgon

‘ , th'at'you have? . -

Client: Well maybe not because they're usually surprised .

They act like they don't know where I'm comin' from.
‘ | .
!

Specialist: Does their surpY¥ise at your reaction suggest anything

\ to you?
\ :
\

-

Client: (tentatively) I don't know man . . . maybe I'm
lettipg the préssure build up without letting any-
body know h6W'I'm‘feeling; Is that what you mean?
Specialist: Yes - from what you've said you tend not to tell

{ : ' !

other people the things that bother you and when

you have ehnough bad féélings about them you blow up

. . " .
rd , '
.

7-21
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and split. It sounds as if you haven't or don't ‘
give yourself the opportunity to work things out k '

‘ before you split . . . as in the case of this last \

job. Does that sound right to you?

(thou@htfully) ﬁéll that foreman was such a a
" bastard that i don't think I could have told him to -
leave me alone. But then I didn't try. #aybe if I
“would'try to let people know what's bggg§n' me
R before it's teo late, I wouldn't have_had‘to quit

. my last three-jobs. .Maybe things would be bettce

-between my old lady and me too. "

\ A ANALYSTS

. Phase I: Ideﬁtiffing the Problem

Step 2: The listener helps the épeaker focus on his final
problem-solving goal (how the situation will be
‘changed once the problem is solved; how the behavior

of the speaker and the people around him vill be

change?). 5
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EXAMPLE III | .

Specialist: Can you think of sume ways you stop yourself from
letting others kiow that what they're déing
makes You feel angry?

-

Client: That's a harquuestion! iike with this last ij
’ for instance,the foreman is such a "hardass" that I
know he would have laughed.at me or told me to go’
to hell if I had tried to tell him that I didn't
‘like him ordering me around all the time. And he’
sure didn't make it easy for the men to talk to him.

¢
!
He shouldn't be that way:

Specialist: So your expectation is that if you had triéd to
eXplain to the foreman that his way of supervising
céhsed you to feel angry he would have somehow dis-
counted you?

Ciient; Yes, if it weren't for him I might still be working

there..
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N

~-r

Step 3:

./‘._L

ANALYSIS

Phase I: 1Identifying:the Problem

The listener helps the speaker identify the wavs
he avoids'solving the problem (how he blamas others
for his tronbles, how he puts off doing anything

A 4
about it, what he tells hirself so he won't have

to work at solving the problem),
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. ' | -7 EXAMPLE IV

'Specialist: I'm wondering about the price you pay for-not trying
out other alternatives before you allow yourself to

blow up and split from situations.

Client:  Well, I guess thap's pretty clear. I've lost four
ﬂobs in the last four mbn;hs'becéusé I get mad and
quit. All because I let some joker "tick me Bff."

But I guess it's more than that too .. . .. I get so

mad that I want to hit somebody and I'm scared T'm

going to go to jail if I do.

._ Specialist: I'm also wondering what your life will be like if .

you continue with this behavior.

- : -
‘ N _ ‘
Client: I'll be miserable and I won't be able to keep a job
L ) - j

so I can support my family . . . I might even‘go,
, J-

babk on drugs. (wearily) 'Oh, I don't know .

ANALYSIS

Phase I: Identifying the Problem

Al

Step 4: The listener helps the speaker understand the
price he pays for doing nothing about solving

the problem. .
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EXAMPLE V

fpo;Laff;t: 1f' I hear vou correctly, you're feeling uncertain

and confused right' now about what to do.

Client: "Yes. I gquess I don't really know what to do
except when I get mad, I just have to get out.

I'm not even sure I could chanae that.

-2

ANALYSIS

Phase I: Identifying the Problem

Step 5: The listener helps the speaker tune in to how the

' speaker(feels about trying to solve the problem.
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. . ; ' v EXAMPLE VI

Specialist: 1If theré are so many bad or"diS?gifeable things

connected with your behavior, I wonder what keeps

you in there acting the same way time and time again?

Client: I'm not sure..

Specialist: Let's try»looking at it another way. You mentioned (
earlier that the other.men wefe chickenshit bécause .
they wouldn't say or do anything about the.foreman
and you were the only one with guts: The question
‘that raises for me is, do you see you;éelf as having

‘ | guts and consequently not being chickenshit because

you blew up and quit?

Client:. Yes I guess so . . . yeah I can remember feeling

Y

really strong and thinking tlhat that will show the

bastard who he can push around and who he can't.

ANALYSIS

Phase I: fdentifying;the Problem

Step 6: The list<ner helps the speaker tune into the rewards

; : he gets for not solving his problemn.

175
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Once ﬁheflistener has hefbed gu%de the speaker through Fﬁyse'
- firgt six steps of the problem-solving process, the syeaker'
should-- |
’ 1) have a much clearer definition of his proﬁlem;
~ 2) know what behavior he wants to change; n
3) ,undefstand how hefavoids his problem; f’//

4) have evaluated the costs he pays for not

solving his problem;
5) explored how he feels' about the problem;
€) eghmiﬁed'what rewards he gets fo? not solving

the problem.

STOP: Discuss steps 1 chrough 6.

Q . 7-28
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Specialist:

Client:

- Specialist:

. Client:

. Module 7'

- ZXAMPLE VII
I'm hearing that those feelings very quickly
gave way to a realization that once again you are
without a job., What are some ways you might

cdﬁsider, assuming thag,you are feeling uncomfortable

‘enough to want to find alternatives, that would help

+ you avoid the same situation in the future?

Man I don't know! All my life I've been solving:my

problems - in the same way.

/
/

So you're feeling that because you'v% always done it
that way, there's probably nothing/&ou can do about
it now. Considering your current concerns are you

willing to continue the way you are?

No, I really want to find a job and settle do&n . ; .
and I really would like to find another way to
handle my anger. I guess I could even have told
somebo@y.else how angry I was getting, ju;t to 1e£
off some of the steam instead of wéiting for the
last straw. 'Maybe.I could .have tried to tell the

foreman how I felt about him breathing down my neck.

4

He might not have laughed at me.




Phase II:

Step 7:

ANALYSIS s

Lxnloring Alternatives

The listener helps the speaker identify alternative

ways he can solve his problem.

L

-~
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EXAMPLE VIII

Specialist: I find it.heléful‘to explore what the rewards and
punishments ave going to be when someone selects
some way of solving his §roblem. For instance,
what would be rewarding to you if you were abie

to let people know what you're feelire.

Client: ) The obvious thing is that I wouldn't quit another

jobin a huff and go away feeling better than those
other guys. I could probably get‘alohg beqter with
\

people. I'm not sure, but maybe I'd i*el_sbmetimes

that I was gutless and not standing up for my rights

‘ if I made changes.

ANALYSIS

Phase II: Exploring Alternatives

Step 8:, The listener helps the speaker clarify the rewards

and punishments attached to each alternative.

P ceanl ]
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EXAMPLE IX

Specialist: Are you feeling now that your need to be able to
keep a job is outweighing your need to express your
anger in the way you have been?

Client: Yeah.

§pecialist: It sounds like finding alternative ways of decaling
with your feelings of being pressured by others and
the angry feelings that result is something that we
can Work on together. Are you willing to do that
now? )

Client: Yeah . . . OK.

) ra
ANALYSIS
Phase II: CIxploring Alternatives - T
Step 9: “he listener helps the specaker tune in on how he
feels about each alternative.

om

5TOP: Discuss steps Y through 9

/

180
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Specialist:

Client:

Specialist:

Client:

\.

Specialist:

Client:

Specialist:

’

Module 7

EXAMPLL X -

What initial changes do you think you need to make

before you'll feel like ydu're changing things? 2

w211 I guess I could start with my old lady since

I don't have a job .right now. I get especially

'pissed'when she's always telling me to help with the

dishes and to fix things. Sometimes 1t isn't what

[}

she's telling me as much as it's how she says it.

s

And how could you handle that?

7

I could tell her that pushing me to do things when

she wants them done instead of just telling me what

‘she wants done and letting me alone to decide when

to do them makes me really mad.

Yes, then in that way she understands what your'
expectations are and how you fcel when che behaves
in a certaiﬁ-way. Do you feel that this is a reason-

able alternative for working on a job?

e
Yes, because 1'm pretty responsible and a geodcyorker.

» ()

I mean I get'my work done if I'm just left alone.

Do you feel that perhaps there are certain limits

18]
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t
\

to this solution. Such as when there's a time limit

on getting ce.tain work done.

client: I wouldn't have any troupble with that if they tell

me what has to be.done.

ANALYSIS

Phase III: Setting Goals and Objectives

Step 10: The listener helps the speaker identify the initial

changes he wants to make in order to reach his

final goal.

L] A .

7-34
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EXAMPLE XI

o s : ' . .
Specialist: One of the things I was wondering about is how much
© success you'll need so that you won't stop trying to

work ‘through the problem.

Client: I guess if I get a job soon and I'm able to'tell mv

supervisor or foreman out front how I like¢ to wor
“‘ . \ i
ma}?e I'll have a better chance to practice lctting

/ .
people know how I feel bgfore I blow up.

ANALYSIS

Phase IIT: Cetting %Goals and Objectives

Ster 1l: The listener helps the speaker identify the amount

of success the speaker needs %o achieve initially

to keep him going in thc problem-solving process.
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" Module 7

EXAMPLE XII

) Y
Specialist: It might be helpful to think of what you'll do if

' : this plan doesn't work out for you..

Client: If I lose another job for the same reason, I just
might go back to junk. No, not really. Maybe I

could talk with you to relieve some of the pressure

if things don't seem to be working cut.

’r

ANALYSIS

Phase III: Settiny Goals and Objectives

Step 12: Thellistener helps the speaker explore what he will

L, do should an alternative not work.

L

STOP: Discuss steps 10 through 12.

' 18
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‘ EXAMPLE XIII

Specialist: Will you think now of some things you can do to

carry out your plans?

Client: Well I could begin by telling my old lady what I
learnad today to see if I can work something out
wifh her. Then I need to start looking for a new
job . . . or maybe I'could even go back and talk to
that bastard, my old fecreman, to see if I could get
.my job back. I could méybe explain to him what I

learned today,too.

T \ e

ANALYSIS

Phase I7: Testing Out Plans

Step 13: The listener helps the speaker organize the order
of activities that need to be followed to carry out

the solution to the problem.




Specialist:

Client:

"sdule 7

) - EXAIIPLE X1V

Your'plans seem sound but I'm interested in what
you might do to stop yourself.from following through
on them, |

Well I guess I coula just forget I haa this talk
witg you and fhen I could go on feeling sor;y for
myseif and biaming the rest of the world tor my
problems, instead of going home to talk to my old

lady . . . well you know what I mean.

Phaseg IV:

Step 14:

ANALYSIS

Testing Out Plans
The listener helps the speaker identify the things
. .

the speaker might do to defeat the testing-out

process and thus maintain the problem.

’8,’)'

7-38
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EXANPLE XV

»~

Specialist:' ['m concerned about the kihds of fears you may have
| to face as you try cut the new behavior. 1 know
that we've already taiked about how you feecl about
aprp2aring gutless and chickenshit. Wheg thode 1ol
R

ings surface how 4o you imagine you'.i be able to

handle them?

l‘\
—
s
Y]
—
g
r-&

I den't know yet but at least. I know that mavbe they
will come up and I'll necd help dealing with then.

I guess J can't expect to be perfect right away.

(Laugh)
ANAILYSIS
Phase IV: Testing Out Plians e
Step 15: The listener helps the *speaker understané what
kinds of things the speaker is afraid will happen
in the testing-out process. ' ‘

- — [T PR PR

STOP: Discuss stews 13 through 15,

7}97
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: Learning Activities 1 and 2

TRAINER VIEWING GUIDE

v’

VIDEOTAPE: "INTERVIEW WITH JULIE"

Julie deals with the following areas in the videotape:

1)

. 2)

3)

4).

5)

7)
8)

Her reasons for entering treatment

‘The impact of the treatment program on her life as a

woman and drug abuser

Her problems in leaving the program and establishing a

life independent of drugs, the treatment program and her

family N

The importance of obtaining material things at this stage
in her life B

Ler need to establish interpersonal relationships

Her feeliﬁés of frustration and. disappointment as she
‘attempts to find a job

The importance of tbe emotional support she has received
Her anxiety about the future and the neéd tb establish

long-range goals

~

ADDITIONAL TRAINER NOTES




. Module 8
Learning Activities 1 and 2.

TRAINEE WORKSHEET

VIDEOTAPE: "INTERVIEW WITH JULIE"

)

LK}

TAS- 1

Watch the videotape and list below the past, current, and
potential problems discussed by Julie that are related to her

life as a drug abuser.

o,

TASK 2 |

List the personal resources that you think Julie has that will

enable her to respond to some of these problems.
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Module 9
Resource Paper
Topic Outline

JOB DEVELOPMENT FOR THE REHABILITATING DRUG ABUSER

I. Dealing with emplovers' attitudes - (

-

II. Job development versus jobs placément

III. Job development by objectives model

Element one: the statement of purvose

5.

Tells who the clients‘are

Tells what the job developer does 'for clients
Provides broad Boundaries for developer

Tells why the job developer is.part of the
iarger program

It is a statement without time parameters

Elemént two: 1ong-term objectives

1..

2.

Y

4

Criterja %or establishing long-term objectives
a. 'Dated

b. Measurable

c. Indicative of agceptéble level of achievement

Clien'-z2ntered objectives

Program-centered objectives

Element three: short-term objectives

1.

Cri+eria for establishing short-term c' jectiyes

a. Datéd

b. Measurable

’

c. Indicative of acceptable level of achievement

9.1 190 ' )




Module 9
Resource Paper
Topic Outline

.

2. Differences' between long-term and short-term objectives .
a. Short-term objectives are ‘more spe:ific
b. Short-term objectives contribute to long-term

. objectives

C. Shnhrt-term objectives represent shorter time frame
"IV. CGuideline for job development by objectives .

///-A. Preliminary planning

k\\\f; The interview ‘ , 2'

€. FolPow-up \ :
D. Empioyer record .V, ’X
V. Job sources o \
. |
. . \
A. The client ! o | /

B. Specialist's employer contacts

C. The state employment services ) . , .

- A |

D. Former employers
E. Help-wanted ads

F. 'Business reports ; . A

G. New constructiqn, remodeling, etc. ‘
H. 'Training agencies v , ’\

I. Key worker contacts

-

J. Civil Service and Merit System examinatidns and
) ' |
employment announcements \ ‘ '

K. “Unions ' |
L. Trade associations 'y

VvI. Summary. : | _ ‘




. . : : ' _ ( Module 9
. _ Resolirce Paper
JOB DEVELOPMENT FOR THE REHABILITATING: DRUG ABUSER

DEALING WITH EMPLOYERS' ATTITUDES -

According to Hugh Ward in "GEttiné Jobs" (1973), most business-

~

men in this country believe that drug abusers, even ﬁefmer abusers,
- often-- |
@ exhibit a high turnover rate in employment;
e steal to support their habits; v ,
° become pushers to "ensnare" co-workers in narcotlc addlctlon-‘
e pose a general threat to businesses because of theft,
inattentiveness, etc.; |
‘ : e do nothing to better their condition; | ' '
% /e experlence severe _:rsonal problems, even though rehablll-
| tated, that will hamper them from.ever becoming productive
employees. ;/2 ‘ Y
You, as a vocational rehabllltatlon specialist, know these
generallzatlons are not true for a significant majority of
rehabllltated addicts. But you also know that the rehabilitation
effort in your area may hinge on the extent to which such gener-

'alizations about rehabilitated clients may be disproved. ThlS task

/

can be accomplished by VR specialists helping clients get jobs
that are meaningful to them and'iﬁ which they will, by their

perfo:mance, dis;el employers' fears that former addicts are not ,

‘ good empioyees.

492




-t "\ . \Module 9
« . . .The first step in t delJ.cate preocess  is for the spec1allst .

“ ) }
'to.have‘a job~development program that addresses emphmers'_ r s

¢ L . ) -,

.?/ : concerns, meets the needs of cllents, and leaves you and your TR

; program'un the pOSltloh to appraach, poténtlal\employers w1th a.°

-

-

\ . track recofd of sucgessful\job placements. : ¢ - .
LI . . _ Lo ) g

L] . . -
. '
. . -

.

- * v . e ‘
o ) JOB DEVELOPMENT VERSUS J(OB PLACEMENT : g ':\ . .
>

The key to bu1ld1ng your program ‘'is an understandlng that iob

e, 6,

'/ , i , development is a more thorough and thoughtful pyocess than J ',‘

pldcement.a Job development qon51sts of a-serles of planned aCt1v1-'

tles*intended to:’ .1) place many ¢clients w1th(many em\leyers, 2)

U ] - .

malntaln a close elatlonshlp with partlglpatlng employers, and 3)

%, develop new Job opportunltles..«Job placement, on- the other hand,‘

. -t et ./ o o
-7, : ' is . a par t of job development, not the’ entlre program. Job place-‘ '
e e, @
N ment is focused afmost entlrely on the needs of .a- spec;flc clleét

-~ .

. «~ and a spec1f1c employer, 1t is a jdb seeklng tacflc designed to
find one.Job f6r bne 1nd1v1dual | .;;',i' ?,_ :i' f‘ . _ ' T,
_ /)\;7 " A well-planned job development program isg partrcu&arly 1mp9rtant'.
oo '“‘ in lnqht of emplover‘skept1c1sm aboﬁtnhlrlng former addlcts. ;

. %u51ness and 1ndustry, except for alfef forward look;ng pompan;e
”‘”‘E’generally‘reluctant to have anythlng 15 &Z wlth drug abusers:‘

"* .. Rather than openlng upvand creatgng-more JOb ooportunctles for
. . ‘ .a.. 1 1

- /
s e " the rehabllltated abuser, the'bu51ness commwnlty has actlvely ex-

’ " 1

cluded users and ex-users from the'work force along with oﬂher -
- J . \ ’, . e
v ~"unsu1tables"-" women, b}acks, the poor, the mentally and

"
T . 0' B

emotlonally unpalred, ex-alcohollcs, and ex-crlmlnal offenders. .
=~ “ K
. > . / .

'
.
)
." s
« . T, , " .
. b}
L I ’ . -
[ o
. \ L.
. - .
' .
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“The, bes¥ way to change potent;al employers ‘gttltudes about - f* ‘.

~rehab111tated addlcts is through successful examples of glient. .’

- . ,l' - ‘{ N “.._
T employment, conversely,.the négatlve attltude 1s relnforced by" 8

upsuccessful examples. . Th¥s means: that the VR Spec1allst, esch,, | ) -
e £ .

f{ 'olally in ht bcglnnlng, rupl~have thorouqh knowledQe of each
»clzent s needs and abllltles and of ‘the employer s requlrements. .p ' (.
\ s - N

) "Bllnd" placements, in whlchathe cllent s hlstory has been hldden .

£rom the employer, are often worse than no. placement at all. The{ R
\ ‘. | o ..(

employer will dlscover the cilent s shortcomlngs and the extent of [ '~
0y r/" -

drug hlstory'Eﬁroﬁyh the cllent s poor work,performance dr a\;elapse

. L
= .

. ’
fhto~drug use. It is unllkely, .In such cases, tﬁat the employer T

' \ 2 . ~ o *
. w1lI WelCOme you and your clients for future phacements.f ‘ . T
Although busrnessmen rarely aqoﬁlze over the~buman condltlon, f,‘

. . 0 »

. s . _
. they do understand proflts, assets, and return beneflts.. ;n,thls f{ .t
R . 3 . .a ¢, ..
. ) .. A
%ense, the VR SpeClallSt 8 job. may be*equated w1th the art of - . X
¢ ! N
salesmanshlp.L The speclallst has a product (the cllent) he w1shes .

[} ')

.t to sell to a consumer (the ‘employer) . The salesman must belleve LS

Il . -

1n hls'product enough tb 1mpr9ss the consumer w1th its value and o

e

mexlt He must also rmpressxupon the consumer that he does, in

fact, need the product and,that 1t w1ll be a valuable and usaﬁul ' L
asset S . s et . -~
o Desplte the’ negatlve attltudes of’ business in general toward , (\
t..'l ‘ * “'..
'rehabnlltated abusers, some mayer- companles are. searchlng for ways
= ' .-"' } " - . . N . =~
\."N/o ] / . . . ) o N o' v(."

B R ‘ ( .
C ' ( . L, e
| i ., N . “_‘5 , ‘)'(’ ) o . . .y " ) LT \ A
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‘ “. ' ' ( L o }7" - ~ Moaule 9 ’
to help druc; ab‘users, and som% are vw Lllng, ‘with your salesman.shap, ' .
,f to hlre ex- addltts .d&fortunately, many of these cémpanles report |
that they have not been 4sned by treatment prograns to create Job . ’
The=dack of these opportunrtles, then, )
- .

" or tralnlng Opportunltles
1s at least partlally the fcult of treatmed: proqrams-and their |

short-51ahted and nonsystematlc approach to ]ob development..

)
The~vocatlonal rehabllltatlon spec1alxst plays the major role

’ c1n po rectlng.thls fau}t . If your treatment progfzm has a jOb R ’
" developmenz plan, it 1s your {esnon51bn¢1ty ‘to. 1mprove 1t.- If the
program'does.hot have a'pian \you must create\;ne. . 2\ f s
oL b o ) ‘ ‘. ' e oo .
' JoB ')EVELOPM:E:NT BY' OB‘JECTIVES MoDEf Ly . | ) .i.._.. :
» L ‘ o A ‘ .

.

~ 4
" Py [ 4
¢ 3

Perhaps the most effect
. 0 r‘\-—
devglopment p;ogram is\ to us?/a “Job Development by Ob]ect1Ves

r/ﬂ‘happroach Thls phrase may sound’ b1t omlnous, and 1t may remlnd
! )
. '} you of the “bureaucratese" spoken at cOmmlttJe meetlngs to dlsgulse

4

{ve way to create or improve a ]ob . .

>

the fac* that nothrng 1s belng done. “But 1n thls case, a develdp-

-

ment-byrob]ectaves §ystem wlllfwork, given the gpec1arist s ?'.

}depend‘lng on
', ¢ 'I/

;the s1tuatlon, ‘but the, model presented below may beLadapted to N

“ -

‘/ commltment. Each. proggam wnll have dlfferent needs
, v

- N . waat

3

[
f
- ‘meet any program svdemand.
' = o Se; 2) long~t%fm objectives

(4 1) the statement of-.purpose; afd 3) short;R
[ % N te ' . .

i .
°. _§ e ‘. F) . . s 7 L . » . . .
term objéctives. . - . e, ’ ‘53 “!ﬁ : vy
. o ‘. ) o . . » . ,'._ '_
. o C . - S 2 ‘o
3 S 4 ) v _ . ‘
I+ Element Onhe.  The Statenient off Purpgse . L . .
4 j (A - . ' ) ' . * ) ‘o
, ’ . . . . “. i . i . -
~ .. - v - . . . . '
.“ Without a clear statement of purpose, a single Jjob deygloper,
! . ' e’ : ’ .“ ! ) R f
. . ’ £} - - '
. ! -, 125 ; S .
) ’ ) . \ F'y

‘,.

This' model has three major elements .
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(or a un1t of developers)kuul1 at best operate 1n a ﬂlsorﬁan17ed,.

S . [ ]

1nCOns1stent haphazard manner. ‘A Statemeng of, purposeh ag it

) R v

relates to a task, cfeatesja frame of reference for all act1v1t1es*

-

and glves meanlng "Eo the smaller. chores that musg be aCCOlelSheds ;'[ f‘
. “ N

(\ .- . A'.. .

N in order td acbleve your goal ThlS statement allows the job;J.'.
Y , .

LR ¢
R developer to plan dally, weekly, ot‘) monthly tasks 5nd to®* - = TN

-

accompllsh them systematlcally. When the job+ developer wrrtes his

own statement of purpose, it allows him to- assess how cons1stent 4

T l , - . (R |
hlS pérb ved aurpose 1s W1th that of the treatment dxowram.! Con-
- gl the follow1nq ovample- ‘You work r’ a treatment proqram de-=
' 3 . v & -
s1gned to prov1de treatment and-rehabllltatlon serv1ces ﬁnza\\ //

re51dent1al drug-frec sebtlna for adolescents aged 16 - 9n vho *

- -..., '.\-

haVe beeq'polydruq usersn exclus1ve of herbln. As a 1gb developer,
| : oo

‘ o you would plan, aslpaxg: of vour Job purpose; -to developsjobs

requlrlnq only brlef work h1stor1es, llmrte@ o~ only cerﬂaln types /‘

N\
" wOf vocatlonal skllls, and 3obs that did not ekgect the appllcant

- '] L]

to perform in unsuperv1séd werk s‘rhuatl‘ons. ,
Iy . o e ) L .

,e? Thé statemeht of purpose as‘a fram oﬁsre elence s VR .
. ,: . - " . /
’ 1 : ) . *
P e iden;;fles the.cllents,. - ':\u s s
. v \ . . .
.o descrlbes, in general terms, what the jOb developer Y

’
. t . . . .
» »

/does for them,.,' , SN X [ . L

o prov1des brbad boundarles that 1ndicate what: the. jo

- \ ' e .
oo . developer loglcally would oq would . not do; R .
. ! 'I\ . » o v ' ', ot ‘ ¢
/.A.' ® tells Wth he Jdb developer ‘is part of the large orogramﬁ-.
' L 8 ‘p«
The staéement 1s a general statement Oﬂltﬂogf’tlme-llmlta-
~...*" ’ . - ) > ‘/\
ltions) that prov}des the job develcper,w1th a »urpose and an.
1 ‘ ¢ -
V. ) . ©L ¢
e ) - ‘ﬁ‘ ¥ t o, ’ ' f . . r M . - -
‘ ’ N : .“ DY SR . .
3 -, _ . e TN 9_7" ' : ¢ Ve f . ) ‘
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'\bngoinghsensefof'direction.: The follow;ng is an example 'of a '

v , ) statement of _purpose: o ‘;”j e ‘, . _ SR '
-‘. .";' Con51stent W1th‘the orodram s goal of totai(soolal o }
f ‘ . and vobatlonal‘rehabilltatlon of 1tsaadolesoen£ | 5
J { _ cllents and their placement, in. jobs at or before. ‘ |

graduatlon, the purpose of my work as 399 developer\'-

. ' '~

for The Tomorrow House Drug Pehabllltatlon Center,.ls

~ [

o -

. to Hbvklop and/or create Jobs,ftralnlng -and educatlonai
-’ -opportunltles approprlate to the 1eve1 of maturlty, - ,>

L] -

IR °1nterestsw edifcation, and tralnlng needs of the 16 to ( -

e
‘-15 “' I .

l." - 20 year old client popunation and con51stent with a ¢

C s realistic qppraisal of the current job-market. ) I 1

. i .
.. b . L . .
’ . . . N e . '

. Eiemept'Two: Long-term Objectives v Coe . ' .

M 0

Lgng-term o ctlﬂts generate short term objectlves that mlqht

1y prweekly actig;tkes.' Loanterm objedb; o !

be translated into d
. . tives are generally of two tyoes-' cllent cégzered and.pro%ram- -

centered ' Cllent—centered objectives are statements oflf%at'the_ ' .

n 1 1

' - jOb developer is golng to accompllsh in serv1ng tbe cllénts. Lo,

- ‘ . 'y - 1 :
_ Programrcenfered objectlves are statements of pﬁoqram bu11dlnq and . .\

: * ' .
:_; ' resource gathering necessary to. prov1de those.serv;ces to cllents. et
. \ - T . /r——\._/'/ i :
. Objectives must mee* certamn crlterla, They must be' . '
'ﬁ "" ¢ . ¢ ~ .
" . [ _objectlves (unllPe ‘the statement of purpose) -
: ' , 2 s |
© w1th1n a tlme frame that 1nd1cates an end ° - ?
' -date by which a task,as fo be accompilshed 5
i .} ' ‘of.Measurable‘ The ob}ectlve must state szpe 1ndicator for TN
i knowing when and te what 'extent: the task has been accompllshed;

- - ’ I\ ‘ ’ :
() Indigatrgb-of an Aceeptable Level of Achievement. <The
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!

‘ . objectibe must state'exactly how much of the desired result must

be ‘achieved to,consider the effort successful.(three out of four;

90%).

.
. -

. The following are examples of client-centered objectives, using
- the job developer's statement of purposg: - ;/ '

N
® By Jdne 1975, 80% of the program's graduates will have been’

-placed in jobs or training programs that are the direct
| . '.. ., [N

v ..reeult of my'develqpmeht efforts with the busin&ss community,

.o o \ o : .
manpoweY and training programs, and other existihg community

o_ . - . ’ . __' ., . . . .
. serviges., . ' = . . Ny,

» ' ('

.« e Within 6 months, I will have developed an indexed card file
. of at least?loo companiges,” public ageﬁcies, dnd other sources =~ -
,'".  OF.jobe.. They will be "listed by job categories, type,

[ . " .

) . . " . . . . . .
pay scalé “hours, willingnes?-to accept referrals, and any

- . ]

L I .

L)
13

\f ‘Personal observations' I'mlght makb\ii/a result of my contacts.

. o

This f11e wrll Be located so that residénts ‘and, staff will - P

’ \

ber@ble to make Qse of it in my.absence. ..
\—'—/V‘ - ' .. ’ - ' l ' LI | <
T e During the next 6 mpnths, I will have two prOSpective
_emplqyers v151t the program each month to meet w1th th
N T . . 7 .

.staff and a minimum. of 10 regadents. My objectlve is to =~
'brldge the dlstanﬁe BEtwéen the emg}oyer s unlnformed image
' of the program and’ our reallty SO that the l kellhood 1s. T
increased that he wrflbbe willing to ac¢cept referrals. : . J'.

.‘.‘..'\ ' ' . - e I -y

The following-is an example of a prégramhcentered'&onb-term

ebjéctive: \ l‘.° o .

’

‘® By May 1975, the couneeloré and I will, be comﬁunicating more :
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clearly to each, other the 1nformatlon that we each need to o

: { | ‘perform our JObS. Bas’ed on assessment of-thelr .clients, the . . '
_ | | . : ) | . o g
.. counsklors.will be able to' tell me ir whut areas,I should be RN
‘ . concentrating my job development.efforts. I will in. turn com-

0

municate to them the spe61f1c requlrements of all avallable Jobs e .
’

Long-term objectlves are actlon statements leading do the solu-

tion of'a problem. They are not always easy to wr1te because they '
5
are dependent upon,a clear understandlng and statement of the prob-

lem; Once the problem'is defined,long‘term objectives, which,prqvide

the route for gett1ng from point A (the problem) to p01nt B»'the .

.
. °

solutlon), can be formulated. For instance, we can assune/Fron the
second c11ent-centered objective (1ndexed\f11e system) that ‘the j: *
[ 4 ‘ e ' ’ 4

A *

job developer has‘a need: 1) to establlsh a more eff1c1en£)$hd . ey -

' . systematic employer contact program,, 2) to increase’ the progra ‘

¢ ¥

pool of Job sources, and 3) to create an, efflclent reoorchEPplng . '3, . .

- system that can be used by the staff- and re51den£s 1n his absence.' S

/ ‘ » v .

s Determlnlng whether it is .feasible to achleVe this objectlve de-

pends upon the evaluatlon cr1ter1a used to test 1t. One evaluatlon u
.

g \
criterion mlght f'e how many times in a given period the staff used - -

the files and whether they felt that the information in the files : ‘..

.was<relevant.

v "'he important thiny to remember in writing longfterm'objectives-

r

- is that they may be @ life-saver on those days wheri you are feeling :

directionless or overwhelmed by the immensity of your'job; Posting
. , . .
thé objectives on the wall 'in your workspace may. serve a;\a'focal

. » [ . . . "
point for your, daily actiwities.' :

¢ 2
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) " Element 'Three: - Short-term Objectives- ' - AR
. - " ~-‘ . i . ]
‘ S Short ter!'n ob;)ecttves must meet the same criteria .as long- term ' .

K4

P obJeCflves -‘\They mus/b_e feasibfe, dated, measurable, and indi-

a

.
. .
¢ . .. . S

? cat1ve of an acceptable level of achlevement Short -term -9

12

.
() . . ,

obJectlves, hoWever, dlffer from lo term objectl es 1n that t-hey.
: v .
are .more sgac1f1c in terms of tasks to be performed they contrl- -

-

'bute to accompllshlng the lchg term objectlves, .and they requlre A

less time for completlon. "For example, several short -term y

objectives reLated to the second client-centered lorfg-term S

; . / . ' b ~

. 'obJectlve {(file system) might be. v

. ) By December T e week) , in order to develop a systematic : R

[

o -
. .
- P L

' . {
) ) N . employer dontact proegram, I°'will have designed a survey>
i ..« " guestionnaire.to be mailed &o prospective employers to ° v

. 1 A . . p
N L o : 3 . . > . . * \ -

.

. ‘ . determine the type of business-, /j/ob"’categories, pay scalés,

' * ’ v
v o " 39 December (1 week), I will \have- contacted the Chamber
< - cr— J _
h
Sy r ¢ . of Commercef and the Desarmenwof Employment Secur‘lt-y to get .
: !
- oo a hstlng of tlf'e,‘\businesses and industries within a }Q—mlle o,
N .‘o . * ' 3 . ] ‘e ‘ . ‘ . . .

’
S radlus of the program. - - - .

o e By Decemb\_r (1 1/2‘ weeks) , I w111 have d1v1ded the' Al

--;. . \'#- . . etc., and have, it appboved by my(su-perv1sor. '1 ) ‘. *

. ¢ t
_ ; busmesses and 1ndustr1es by sectlons of the c1ty and /
. \ ‘ ) ‘ [ ¥ K I" . ) “. ' ’ '
(O . - . county and types of products and/or services. A L,

' . . . . . . ]

- o By December (2. weeks) » I will ‘have maile surveys to
' ' re the first 5 companies, indig¢vting ekpected return date of !

. . N '. /' . . ' * - ¢ . . [ I.\ R
December __ (1-1/2% : L o! L
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Although'

\ .

.

ate on the. letter;

. . . . . . . . .2 N S
dents reguest&ng an 1nterV1ew within two weeks.

¢
b .. .
¢ -

-

. ' —.. \ ' .
o~ ' ‘{,/ . €
. ‘ , S
ters to 50% of

(3(1/2 weeks), I will send l

o

\
. t v’

“ _

outllnlng each task as a short-term ob)ectlve may seem

tedious, it isa good tool for 1solat1ng and tlmlng ‘each_ necessary

4

~ °

L]

. SN
K ‘step 1n reachlng your long-term objectlves."Yoa may flnd it help-

at hand

Element one:

R .Element *+two :
& "

&
’

Element three:

a/ . ‘ , .
P 2R N )

‘ ' Long-term and short-term objectlves must be feasible, dated

) .
S P
: measurable, and speblty an acceptable level of achlevement. Lang-
\., term ob;ectlves may be cllent-centered or program—centen‘d o
" ' . - L “ . . ¢ .
R . . . ' . N Vd ' . LA .
GUIDELTNE§.FOR JOB DEVELOPMEN? BY OBJECTIVES ‘. : "/-

N . "

b

)

‘.

e

STATEMENT OF PURPOSE

. . . .
;é .

~X

y A

—

« 1
| LONG-TERM tonG-TERM: | .
OBJECTIVE OBJECTIVE
I. 1’ S
< ] , N . < l
SHORT-TERM SHORT-TERM | *
OBJECTIVES ‘OBJECTIVES

“it rp put inte actlon.

-

A

Y
contactrng prospectlve employers, t is may pbe used in conjunqxlon

fub to keep the followxngqsummary of. job development by ob3ect1ves

P
’ '

.
A T ¢ -
.

. ~Any plan, mo matter how well it lS des1gnedq 1s worthless-unless

Hugh Ward (l973) suggests a guldellne for -

e




. rPrelimipary;planping PR I ,‘ Ly
. L 4 \

d . . . . hd L] . » ‘ .
. Ht . ' 4\. . . o L R
,‘ 7 = ) . ' - ' N ) Yo 4 \
5 . »A  tearn, 'something about the compahy /ltS size and'lts X .
products p;lor "approachlng 1t’/}

g .\,, K _‘,c \ B oo ‘i ¢

It might be hélpful to get a copy, of" the bu91ness prospectus to s

A -

learn abo‘t the types of j8bs <vallable in a compan%i the klnds of
. - ' ¢ . . 1\ ..‘
- products 1t.produces, the’ saze of the organlzatlon, etc. Cofiduct+ .
s ' s’ 1 ‘e
- ' ' f o

-1ng a wr1tten.survey of several'compannes through qhei% pereonnel_

Oy s N ‘ ) 4-\- (. ' . i '. .. T
bffxces may “get, somg resuLts oo T, - .; : < ) / .
._5 LI M ) ’ ’
/ . 2- Av01d attemptlng to galn'Job 6pen1ngb through a bllnd‘ Coe
© . letter .or phone-call to the company. Write to a spechlea ‘
P , OfflClal w1th hiring authorlty, 1nclude 1nformat10n describ- /’

‘ing youx ‘program and indicate that you will «call for an
. app01ntmeht to discyss your program.: ‘Do cal] him or her.

. * The gob deveioper should represent ‘the treatment program. in a/

.. 4

et professzonal manner.' Thls‘may requlre that 1nformat;on about, the 3 B
o re e

prdgram be typed mlmeogrzphed,;or printéd on letterhead statlonery

w1th the Job developer s businegs card enclosed.’ Remembay: these o
. v "‘ " . 'v + ‘ '. '. . I}

e materlals are the first contact an employer may have.wrth the L.
.,program, and the flrst 1mpress on must be good // o, ey
lk.
' You should be able to determlne whlch company offrclal to . ~ .

h

1)._ » - - . - . "
. c/ontact Y caLling either the personnel office, 'if there is one, " L ’

. : . . - . e , : . ‘ ' .
or .the secfetary to the- president or v1¢@-pre51deﬂt. T ‘ ) -
., ' . The interview-: ) -

. .. . . ! "- 0
. L4 .‘ ’ '. . » ¢
-+ '3, 'Be prompt for your appointment and. onduct yourself in @+ '
. , businesslike mahner. DescXibe your own’ background and’ o
’ credentials and indicate what service your program has prb-

vided to clients. and wha role 'you and your/program can play , “w D
o ¥ subge uent to piacement ive the gmployer-representative

o a chance to talk, and listen carefally Offer to talr w1th
% _ * -other company personnel :

. ‘ ¢ ('l

: . . .

.-s ) v ‘e

o * n lol l‘ ! &
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e - Be prepared for - the 1nterv1ew.; Practioe; if necessary,'with

v . .
AR another staff persoh and use tihe feedback to 1mprove your"1nterv1ew .
. ~ . a . - . . . . ) . ~ ‘
: techniques. . VT ‘ . - - ‘
- ) . R .- A '~ -
’ Remember that bus;nessmen are not,,rn general moved by compas— ’

% .
s1on to employ "unsultable"-people xcept 6n an 1nd1v1dua1 basls\ ..

L - ‘* .o
1n which*® they percelve that the return ‘ig® yorth the risk. : U

hat 1nxt1ally piay on the sentlnentalltv.and
. 6, . :
compasslon)oT the’ employer are not llkelx_to WOrk unless the Job - Coye

Vv ?

v . Selling technlques

developer kno%s from personal contactvthat they W1llpwork Thene- e
. R S _

fore, an attfactlve sales strategy is needed that max1mlzes the -
o l P) )

ftrengths, sktils Etc., of the cllent and m1n1mazes thevrlé&s of

- on - i .

’ . h1r1ng h1m. L ,' ’ b -‘ 5\' \) .&. RIS
X . ’ ‘
. -4, 61scuss the pos1t§ye \SpeCtS of your program and avoid bérng l
. ‘". eritical of other progaams. ‘Do .no6t Qverkell or, offer , - - e
. ’ guarantees that the. e ployer¢w1ll not belleve" . K o &;
R LI
ST Anal?ie your pro'gram and see 1f you have any' adyantages over' : . :
S other treatment programs or‘other sources “of mahpower. Doeg -your
. , . s ) o
! program provlde any +Special. Serv1ces°~ ‘Do you refuse to refer c11ents <.
o - - - - -| \ >
. untll they have fu1§alled certaln condltlons? itkm; ht be des1rable
| X il

2"jvﬁ to invite someone from the. company to v1s1t the program.‘ T ""’Y

© - 5. Ask the employer about hls requ1rementsv' Attempt to Lu/
oo T 1qarn as much\as possible about his jobs ‘(requirements, pay, - '

' .+ /U rhours, etc. ), DetePmine the employment outloock ‘for the |

- L fOreseeable future. - c s .

- . : e

@°"

6. Indlcate ‘whether you thlnk you havé\cllents who meet the
L " empldyer’s yequirements and ask if .He'would be willin . . ,
S \WO accept referrals. °‘If he agrees, 'be’ sure your appllcagt .Y
. slmeet s the requlrements, and agree in advancé¢”on the procedures
. to-be-used to learn of job.openings and to make referrals. ‘
o . Agreement should| be reached.concerning what treatniént- infor- -
. _:T matlon will be, available both.before and subsequent to- o
placemdqt., Release of such. lnformatlon must ‘be'din accordance T
' ‘with the Lleﬁt s ‘wishes/ 9 o 9 ,
) ) N . '

124
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- " The fqollow-up . . . <o . !
.‘;‘ . — : A .._. ‘ | L E - " -' :: ) o
ot 7. | Rollow up by recontacting- .the comparly xepresentative B -
Y "//(iu" U shortly after the meeting to indicate the next step and® .

‘ when. it ‘will occur. Keep 1n touch even if! you don't make - "
‘o . ‘referrals. 7 . . '

. . LY . P . -

b . 8. "Do everythlng poSS1ble to maKe certa1n that your first . -

V4 [ %
PR . referral.is a good one. -Arrange for a. qulck follow=-up W1th .
o . both the, appllcant and the employer xepresentative to ' -
TR ; dete#mine how thifngs wert., If the applicant is not hired

. .and you have other qualifikd appllcants,ﬁsee if addltlonal
. e ,referrals are poss1ble..- A

"i . 9., hstabllsh follow=-up procedures w1th the employer. ’lndlcate" .
A your awareness, of the client's situation and progress and* - .
attempt to Seek addjtional openangs.r DY not be réluctant
e .to cohtact the employer even if things+don't work out. Le
.. does not expect 100% sucpess with any group. :

A 4

" , .- N . _' - . . - f
. - < .- ¢ »
Koo Devel‘plngygn employer record - -4 SR .. ' :
\ > \ , . : . . ) . e

-,

These n}ne steps shpport the concept that it. 1s the )ob devel- T Co
'- . . .’ P z
'oper who must establlsh and malntaln a relatlonshlp w1th the

- F . e Al . ;

. fmplpyei.- That relatlonshlp mustfbefbullt-on.mutual trust and'

) ’ o J

'.confldence. . - . - , P .
bt The steps also encourage careful systematlc preparation to o a
[} : : b , ‘_ 0
" ‘maximize' the effectlveness of each 1nterv1ew. Though not stated T
1) \ 1 -

L [
exp11q1tly in' the gulde careful records of each employer contact

- )

. shalld be kept o o .
The employer record should include, iR detall 1) the results of

FOYr prellmlnary 1nveStigatlon, 2) COplPS pof correSpondence with .
. . - O\ . .

the employer;nand 3) results of your 1n1t1al\1nterv1ew indicating, your

-

[ L

personal observatlons of the representatlve whom you 1nterv1eWed,

’ v .

hlS w1111ngness or reluctance to accept referrals, and any other

+ [

comments that m1ght be meanlngful for future follow-up or

' . . . g

e 9-15+, 2.4 7
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.
.
.
. -
. . - ' .
. M . b ,‘
* .
o . . Al N N N .
4 . . [ . .~
- B .

future referrals. There should also be-a dated plan for follow-up
' . ' ’ . . a

. visits or calls.:
- . | - : . | . . - ’ o A

(] . ! L]

JOB SOURCES | S o .

Onge you have\developed a plan you need to know where to 1mp1e-

1

: mént 1r fior best IESUIZS. At thls t1mep the most 11kely prbspects

v
[

: PR for Jobs'are with city, state, and Feleral governments, whlch have

-

usually funded (or made avallable) various klnds of sheltered

employment. On-the—Job/tralnlng programs with mafor 1ndustr1esk\

_ 'Clty or county Work Incentive, Programs, and. other manpower traln;ng
' ." - pro’rams are ways in whlch the Federal and local governments have
oecome the employers of “flrst resort," ready to substantlally ‘
sub51d1z§ prfvate 1ndustry for its risks 1n hlrlng ex- abusers and ‘ *

» g §
ther marg nally employable people. v ¢

oL Thirteen speciflc Job sources are; . ' -

1. The Client. Many cllents flnd jobs for themselves by uslng

. " .
AU lnformatlon obtalned frdm frxends, relatlves, and thelr(
i, [4A8

knowledge of employment pOSSlblllt;eS Also, a SpPCiallSt s

own

former cllents may supply 1eads, whlch thé 5p801allst can

pass on to present cl.ents. 1 ' \\a
E

2. The Speclallst S Emplover Contaots. \Employer contacts,

.

R

B . ’ P
. o ] developed\and malntalned on a regular ba51s, frequently
) o d.‘-’
. result in job opportunltle“. v/
. ' ’ .
3. The.State Employment SerV1cos. The employment service of

4

the state provmdes major. sources of 1nformat10n on local

" and reglonal Job vacancies and leads to potential employers

2)'-' o

0. L N - o 9-16 .j,’, L \
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|\ : N
. .. - The VR Spec1ailst should establish a w&rklng relatianship )
] N ' . . L]
) ’ ‘Wlth the-gﬁklozment serv&ce staff ! *

’ 4. yFormer_Employers. A client' s formeg employer may feel.soMe

responsibility for the welfare of the client, and be ‘willing
- . B . . Q‘. 5 .- ) u.

, " to help. o T e e T
.o .5, '"Help Wanted" Ads. Many specialists feel that "help wanted"

-

ads are a good‘souroe for'looating joblopportﬁnities. By

. . ) ] . . B .' . v

following‘up\on these ads, specialists are in direct contact
/ ’ i * ) v '

... with an employer who -has an immediate need'ior‘workers.

-

'.\

: "6. Bu51hes§yReports. Information onibusiness and'industriaf- .
v Y relocat;ons, expan31ons of exlstlng operatlons, 1ndustr1al
- | 'fjfb changes, and trends can be translated into Job opportunltles.
~f. "l , . ThlS 1nformatlon ls found in newSpaper accOunts, 1ndustr1a1
. I re orts, and Chambers of Commerce s:xrveys. L B

LT New ConstructlonJ Remodeling.- Jobs often develop from the
constructlonyof new plants and factorles, stores, gas_

. . “ i ] S

: - - statlons, and from the remodellng of bulldlngs. .Contacts . '’

should be made as soon -as the spe@1allstils'aware~of new
) -~ ’ ] . co. ' R \ ) "' .I . 0 ’
~ . . projects to assure that hig clieﬂks are considered for jobs.
¢ T r ‘ \'. ’ o . .
1o 8.. Training Agencies. Por clients who~are attending college or’
. 3 - e . - . ’ . w

LS

, [y . ‘ . . ¥ -
', ' technical, trade, or vocational schogls, their own employer

/ ', ' + ~ contacts and Placement_programs can often; supply 1¢3d$ to .
employment .openihgs. . o~ N .
. ' R N / .

) L9, 'Key Worker Contac*:4 Many/Specialists maintain cbntact with

T employees in various places rather than Wlth the employer or j |

personnel.manager. These key workers often know aboutnjob ] B
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. ° .
. S N . . i . N - ' . [ ' .
~oe ~ x R S :
. | { e * ’ . ' * ] . .ot :
- A « a R . . . » o .
. .

dpéninés-dpe to resignations'and‘operatiohal,changes
0 ' . ' . ) > A
o . . '-4 ‘

before the front office.does. "_ Ce ,
S, . A . oo

. v 10.. Civil SerV1re and Merlt System Examlnatgons and Employment L "

-t

- ¢ . ‘ ' ' )
. ) . Announcements Cavernment empiékment at the Federal, . . S

4}

state, county, or local level; 1s*a poés;bflrty for both' °

"

blue- and whlte -collar workexs. Job and exam ahnouncements,
. ' ' » . v ' ’ K , ' .
: . ‘with detai s on‘qualifications( nates of pay, and'locatiOn, Lt

. are poszed regularly at post offtées -and other publlc ’ ')
’ . . ' - \& .
~ ° ! s

. “ " 'bulldlngs, and are aiso pub11c1zed through newspapers,

© v
. . . -

government Qewsletters"\and other sources’ - ... "‘( R

3 . 11. Unions. Business managers, stewards, and other unipn nC

' . ~ ! \——/ ‘ - !
5 " e . personnel make it their business to knOW‘what is*@pinq on, ..

- / e

. R ! -, N - .

‘ ' both locally and natlonally, that will affect employment . ‘
E L ) o . ' o /,,,/,'-'U' . ‘ . . Sy

for,thelr membars. o . . AN
. . . \\ B “/\\. ‘ N ) -~
\ ~ 12, Trade Associations. Many types of.business estahlishments

. ‘ .
- . R . * .

. R . ] . . ~ -t .
v , , . organize associations to promote developments of mutual

' . (, 4 ' ' - -\" . ' . ‘ N
' . { . . interest. These mutual interests often include recruitment

-y

. ’ o ' .
of qualified personnel. Officials of these associations -
R ' e . ’ \
' * ~ \ ~ 1 .

. can'provide occupational information .that is current and

-
..
-
-

€ N

.o local, and can assis. with the placement of -clients. .

K

. ‘ 13, Boag@s of Dlrectors. Many programs have an advisory board .
. . . . \ .

whose members can be excellent sources of information on

e L . employment contacts. -
., L . . . N . !
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SUMMARY, - T e N e
. ' The general absence of Job-development activ;ty on behalf of

LN 1

rehab111tated addlcts 1s partlally a result of 11m1ted resources.‘ ‘

- -

Most prpgrams, unless they are the larger, more oophastlcated , a T

multl—modalaty programs, are dependent upon cqunselors or vocatlonal

' rehabllltatlon spec1allsts untralned to flnd jobs for their c11ents.
4 Y . .
Many of these counselors are no morelsophrstlcated about, orofamlllar

. W1th,1the bu51ness.;ndustr1a1 communlti and how to tap 1nto its

v ) ‘ , . . ‘ r.
. reéBources than the cilent h1mserf vy 4 ' S o
;:m“__"_ The real problem is that/few treatnlent programs seem to know

. I3 )
. \

| very much about" Jobs, how to get them, or what(employers are look—
_ .
1ng for. . . ' »

[ - v

~—

Programsg. such as PACT 1n New Ycrk Clty, de51gned as a qu | ' ‘> ‘
.. Ry

[

demelop;ng and employment serv1ce, ha"e , onstrated suucessful T
.. 1 : ' .
K marketlng of rehabllltated cllents, u51,g establlshed‘markétlng

.

,pr1nc1p1es from the “straight\.bus;ness world.erACT has hsen able °
_to cultlvate a number of bu51nessesh small and large, thnough W

' consistent contact (good,publlc relatlons) and educatlonal seminars
~»

- - (. ~

. de81gned_to:a1ter b1ases”aga1nst ex-addmcts. .The' most pf$551ng'
+ problem isfthat infprograms wﬁere Vocational rehabilitation and ;\
’ job—finding‘seruiceskare provided,.theyeare often secondary and o
jSUbs%gPént to the treatment-rehahilitation'process:itself. iFar, L
‘too many prdqrams perdelve that they have no capacity to: pﬁbVlde

[ 4

VOcatlonal counseling or training. All that may be requlned 1n

"

l
~7

such programs is a reasseésmEnt ofzprogram prlorltles and/;he —_—

,\«

reallocatlon of limlted funds.' \
\I‘ \ .
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. ‘ v ¥ o N d ' - ) . ’ .

" ' ' .Obv16usly, the vocat10na1 rehabflltatlon spec1a1;st faces .

. . .
. . A} B
¢ *

&) <\..o
suff1c1ent day to day frustrations w1thout\Qav ng to buffer from

~
.
' '

;W_‘. 2 the add1t10na1 pjﬁglem of Lnadequate plannlng .and preparatlon.,ﬁf~:\.- :
’ R [N ¢ ] : e

:)

"Not only 1s poor plannlng unneéessary, it is perhaps the most | -
de¢Eat1ng of all problems because tbe agency, Lhe speC1aLlst, ' '

|
-
{ ' the employer, and most 1mportant1y..£he cllent suffer when ' 1' <,
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Module 9 RN
Learnlng Act1v1ty 1 :
JOB DEVELOPMENT MODEL |WORKSHEET S
. . . , .“. B ) ) B - i ‘. -, . .4 .
- 1) Explain.how you-develop jobs for , .g ciibnts. ’ » .
[ el how youdevelep Jobs for Ly elimngs. Ny
- - . , ' . ~ ! ) 3 .*
.' ’. d N :’ - o ¥ ‘o \ - v )
. ' Ve Py ‘ 'y ,/ - .
W . ’ ! ' T
] 2) List three ways in wh1ch your present job development model DA .L
J \ Lo, . ) . ~
) soan . bexlmproved.‘\~” ' An, . oL NN
[} : ° ’-) . - ’ * :.

. , ..
. L . . o
. LY . ' I
o - . I ¢ - .
R . . 2 R .
. o o . . .
i ] . A . . < ] - . B R . ) )
. ' . " ot . ' ta:
4 . : . ' . t. .
LN * . e ar . . 0y \\ h
) [ - ' \ Y . ' . :
.

3) (gescrlbe three obstacles YOu currently experlence that '_: /

- >

. 1nh1b1t effectlve job development, and»at least one method _ .
> . \ ’
N\, - ' - . P P . M "\ -
for. overcomrng ther, . ; L c N\
K - - . . N . 5 . . \
S : = ; \ o - "
L] " i 4
4) What arefthree resources for job develooment that you are
not currently u51ng? .
a o . v -
v v N /\ ,/ . U -'\ .
v . . ’/ ) - J
. . \o \

5) LlSt two assets and two llabllltles in your current employer-f

v contact program. | ot } '
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. S . o Learning Activity 5 °
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- .

te

P SALESMANSHIP APPROACHRS - .

4 *

Ferson-Sell isaan erotional approach to selling a prod t. The .

-8alesperson quickly assesses the customer and plavs to the feelings ".‘
: E , / ,

S . . ; : . o .

"+ he thinks he’can'most easily manipalate;.he may use a sob story, -

ttery, or oLhe; tedhn;ques that seem to appeal to, the customer.
.

L3

salesperson also ‘relies on selllng hlmself--maklng 11mself look

/'good--to sell the product the product thus cgmes with the endorse- ‘
) .o : . : -

ment.of an outstandlng person. Although the approach mav result in
. . .. ., ’/ - . . . . .
a sale, the eustbmer® is never quite sure how it happened and often .

. . . ’ . e ) . ¢ . N A , l
resents both. the product and the saleéperson; :: A\Ié ‘ |
'Product-Sell is characterlzdﬁ'by a h;ghly develope sales plfch~

'extolllng the v1rtues of the product it eXCludes concern for whdt
.Y Q .
is happecning at the~fee1eng'level e ' I

e ¢
i) : “ ":.,‘.'r
he -

The comblned Person-Sell dﬂd Product-Sell appfbach leaves‘
. .3

neither emotlons nor reason out of the transactlon. The sales- ot

- ] ¢

person develops a reasonable. and reallsthc dlscuss1on of the
| adyantages and’dlsadvantages of the product. The pitch is de-

livered'in,a-straightfof%ard-'sincere fashion. And, ‘the safes-.

~
4 -
<

person is consc10us of the impact (or lack _thereof) of his

message.- CustOmer concerns are reflected back to hlm by the seller
\

~.inia non—pressurlng way, leav1nq the customer feellnq understood

\

“

"and\ready to look. at optlons.for buying. .
¢, L . L)
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. '. : » \.h

" Employer ,#1: -« - f , . S ‘ '. .

L]

y . - . ’ . - . -

You have definite’ ideas abodt'drug abusers;'.they are manipu-
- » . E ‘ ~. -

lative, lazy, crazy, and not to be trusted. You can't understand -

1

how anyone could be so weak as to become addxcted to drugs. You |

-

~value 1nd1v1dual accompllshment over adver51ty and it is beyond
[ li

your comprehension’ tHat everyone can' t make it the way you did.

o~

. A 4 . . P
. You are scared that if you h1re .one ox two drug abusers, some of s

your better workers w11; qult.,“It Just,doesn t seem worth the l

/ > . )

.
‘
. . . . [ - .
risk. e . . K e : S . -
. ’ ‘ N e '

. R U




Mbddule:9

. e : e LT Learn{nq Act1v1ty 6
(Y ¢ “ . T 4 . o —:“.*" . / “n
-~ ’ v e »’ b | . ‘ . ,'d‘
& EMPLOYER ROLE PROFILE #2 - .
-' : - ' . \'. - ¢ . . A. - ‘.," . .i '
@ - i
- l..' : L, L A e . R T
‘ . - . - »
, _Employer #2: : . o . v
A v ' - 'I' ' "1 . hd .
You are the perﬁénnel officer in a large bu31ness flrm\that ' '

N

’

[ "

has a reputation for fairly 11beral and nondlserlmlnatory hlrﬁng

practices. The compdﬁy has an afferatlve action program ~dr
\

hlrlng people, but you are~afra1d that hlrlng ex-drug abusers pay

be pushlnq things Just a bit too far. However, you ‘are falBly//ﬂ”-.

sophlstlcated andaW1111ng to con51der hlrlng an ex- -addict or, two. -

-
. v

You need to be convinced that,they have;been drug_free for a

- ' .

while and can fit ihto'the social structure of the-company se '

that_yg@r personal ridks are minimized.:




-

) ' ¢ | r ) ' ' . . .- o v e . ~ -
SN ; : T _ Modyle 9
W L Learning Activity 6 .
[ ¢ . ‘ ~ . [} ‘s
R . .. )
‘ . 1Y ) - . - RE ' J > . ) - X '.' ". % . N
o . EMPLOYER ROLE PROFILE ¥3 _ S
) v . ',' " )} . . R ) . e ' L
: Ly ey, : o . o '
‘. ' . 4 ‘ . y -
Employer #3: ) . L ' Y '
. . ’ :‘—'.'“ — - I | . ' . '. ) . T ' ." —
‘The ‘character#stics of this role should be .designed by trainees;
s . - J . S . \

J

»

araw%pg from péréonai experience. . Trainees should look through

the c;assified-sectioﬁ-df the newspdper ‘and choosenaﬁ ad‘fromk“.~

> . ! . . . ) .
which Qhey'can devélop-their employer profile. . . .
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. . ' - ' "\.' b . ° P
.® e RIS
”~ a « ! -
T . i %BSERVER GUIDE . \ ' .
o Simulated Employer-Job Developer In'terviews T,
_'. ‘ St ' 4 , rl ‘ ' ) ) *
[l . DIRECTIONS _ g o ' R /
. LY o ¢’ ’ ‘ . ‘ !
e . The observer functlon 1s to watch the 1nterao?lon betweqh the

job'developer and empljier in order to. glve feedback,,pr1nc1pally

to. the Jjob developer‘ the, behaviors tdat he used durlng the

.‘:'.J interview. The exerC1se is deslgned to. a551st the JOb developer

/ -

, | in bunldlng,a reﬁert01re of behav1ors, both verbal and nonverbal,
. P . L4 /

e that will 1mprove.h19 powers of commudicétlon and persua510n

‘ . * v p ’ [ ’ [

[ i . , ' . oo~ ./J

4

";' S . Use. the gu;de on the, fOllOWlng page: it has a number -of behavmors

’ already 1solated for both employer and Job developer. Please .

. .
. ‘ place a check*mark be51de g behav1or as often as y 3 see lt /

o gxhih;;gd Exﬁgple. You observe the - Job\developer reflectlng .

the employer s feellngs f}ve times durlng the lnterV1ew, ndlcatlng

that he was making‘a. .sincere effort at hearlng the employer s
-.‘ ° .
. goncerns and reservations.
. . Also llsted are open-ended questlons you/should answer to glve‘

.
! ) SR

[ A A

more concrete 1nformatlon.' gle' ."Which person seemed éo'be T
> in contr;iskost of the time?" "The ?ob developer seemed to.\ S

o malhtaln control of the 1nterv1ew.° Uob deveIdber has prepared

well for. the 1nterview. Llstened arefully and 'helped the employer '
o~ . \ - s
X feeltupderatogd. Had good'solld arguments based on fact "o.e . 3*!
. -. -, : \\o£ ' . . S o ‘, ) . s . . .
. SN . . 4 A
- : o _ : . . ]
e ! ‘9o of Igo. ‘
o L} " ) ' \l . . Q‘%é‘(’ ." Fy
f ] A WP ot ~.'“\/
i . ' ‘ V7 d ~ v ﬂ . /
. __\ * \ ) . cl -




OBSERVER GUIDE
‘ '\c r

" ,e . . ’

-

—

- .' . o
/o

4

h 4

»~

JearnlndrK

b4

Simulateq.Enpleyer-Job Developer. Interviews -

" .

é*lVltv 6

Module 9 .

. CATEGORY -

v

(
\.

"J

BEHAVIOR

L3

I.

Q.

.

’

. , *

v,

L4

—

P

Expresses angry feellngs

Interpersonal
Communication

‘s Yefensive

Wiscounts inform
feelings :

Llst s ~ reflec
@eellngs ‘and con
message

Doesn 't listen -

feelings and con

. message .t _

[

atlon'and

PR

tsr 4 *

teﬂt of

ignores -
tent of®

!

.

il

II.

Factual
Inforration
Exchange*

and Problem
Bolving - |

\

[\

sol.

o

¥

_ Gives straight,
_information '
Avoids giving st
factual informat

Builds on inforhation.heing

exchanged to enh
communication

4

Offers solutions to ‘problems .

Dlscounts solutions-
alternative suggest .

—

factual\

- .
(3

raight,
ion

ance

ut no

. Tt

Person-Sell:

manipulation

L 3

Produet-Sell

Person-Product-S
. Combines emotion
rational and/or
PragmatiCQqualit

cppeals to
conscience, pers

\ .4

appeals to
'~ reason, uses fac

ts-

ell:
al -and

ies

. L i i 3
msnality, - o

e

) . !

. .
A -
‘ .
L]
e : .

9-34

217
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S LT ' TLearning Adtivity = 6 A

o, ..., OBSERVER GUIDE =~ - "' ° R ‘
. ' - (continued) ) ' A

OPEN-ENDED RESPONSES . ‘ - IR

- briefly describe.ydur,bbser?ations of the 'following:

. N ' i R4 .
- . . . 1 . - N - ' . o'
“se R . . . '
. : DR : ) .

1} Wwhich person'§éemed tqﬂé&“in contrly) rost of the time? What ob- o
. . Y \ . . o o e

servable beraviors led ycu to form that. conclusion?

* L B -~ ' ' . . -~
L . t by r N
. ! T . 3 .
v, -
4
.
]

2) how and at what' points did either person lose or gain control? . .
J"- ) \\ . - . . ‘. . . .

- » . . . . »
a. . : -~ : R Y
3) Wihat .nonverbal benaviors did you observe?.’ . )
. . .o ' -’. . .
1 M .-
. .y B ) " Y

’ s . ’
‘-4_) " was the sales approach used 't';y_ ‘the job aeveloper appropriate

. : '

for that eﬁbloyer?' was it well "timed? Explain.

. ) . '. | . : V' ‘ ‘

- 5) Was the joh develope;'well prepared? _Eﬁplaih. o . R

R
.
. .
’
. -
¥ : -
' d % .
) e TN
I N
by )
]
A . i
., —
- [
- «
. -
. %
o
.
q .
.




_ . . . Module 10
K 5 - ~Resource Paper

Topic Outline

-

<
¢

" VOCATIONAL PLACEMENT OF THE EX-DRUG ABUSER , ,

I, x'MisconégggionS.about Placement Jg IR -

—

Y II. Steps in Vocational Placement

« A. ‘Getting the Client Ready for Employment

-

I - 2
4

1. Study Needs of Client C

3

2. Make Sure Adequate Data is Available '(
. . ~ B ,

3. Revfew Job Requirements;'CIient“s Traits

4.;°C6ﬁs£def Environmental Pressureé
}5.‘ Discuss Analysié aﬁd Evalué;ion'with Client R
-B. cGetting;the Employer Ready.fdf'the Client ’

1. '6bligations to the Empioye; . . ‘ & .
| 2fg Obligations to the Client ' B

C. ”Limits of’Specialist-Employer Communication

%

~D. Summary . o ‘ v

'




R - - Ll Module, 10
: . o ' ) ResSource Paper

L4
] ' v

VOCATIONAL PLACEMENT OF. THE EX-DRUG ABUSER Lo

o
)

All too often, rehabilitatipn specialists spend little"énergy y

-}n vobationai plaoement work with a client‘ Four misoonoeptions

about ple/ement have contflbuted to thls fact.

l) Placement occurs toward the end of the rebabllltatlon v

process, so the specialist's respon51b111ty to .the cllent

.
. ’ -

~  has dlmlnlshed '/ T e

[ .’-- e .
2) Placement is' an activity that requires no special training,

and is simply a matter of matching an available c1ient*with
‘o " . h

an available job ’ L.
3) client location of his own job, or "self-placement," cannot.
. - \ : _ ]
be considered effective rehabilitation work ' : ‘
L

/ . ) '
4) Readiness for employment indicates that;the_clientﬂis no

< longer in need of counseling . o ' \\{-'

In reality, the placement .process is a &. - ficant factor in . i

rehabilitation efforts, and should‘begin as soon’ as a client comes
into the program. It idknot just a process of-pmtting'a warm body
in a vacant position, and self-placement may be one of the.best '

waya to avoid mindless*obfhatching Fven wher. ‘a good placement i:

made, the cllent will profit from contlnued support. Placement

-

fallure jeopardizes the eqtire treatment program. ~

.

U

» |
The vocational placement process inVolves several steps, which

are discussed below. ' ' ' ' s




'//GBTTING qHE CLIENT READY FOR EMPLOYMENI

¥

Ca . ' .
, e : .‘ ’ I 8, 17 . .
el From the beglnnlng of treatment the SpeClallst must learn»as v '
. » ) 9 1 N, ';3\’\\' 17
much as he can -about the cllent . The)ﬁbllowing recommendatlons .
a /2 _'
W1ll help the spec1allst use knowledge .about “the cllent to secure \ft g -
o sqgcesaful pLacéhent (Cull and Hardy,.l972) . ) o ,l‘

l) ‘study the needs of/the cllent and the types of gratlflcat&on ,
¢

' meanlngfql'to him. . , ' ' .' _ - S
4 P -~ ) ‘. » . " ’ . i - . .
\ ¢ - R

2) Make certaln that valid psychoIoglcal data (w?en approprlatev

L d

‘or useful) and jOb analysrs data have been gathered. , :
3) Review the{reoulrements of the Job,and evaluate. the . . A
: ° individual trarts heeded to meet them. ' . . v R
.{ o ; 4) Con51der the environmental pressurTs that w1ll affect the -
’ ;:'. | _1nd1v1dual - TN - - ..' ‘ hQD‘
‘ . 5) Dlscuse the job /analys:Ls and psychologlc* evaluation w1th i ""-_

' ¢ the cllent so he will understand what the work w1ll require

\

s
’ + of him and,what it w1ll offer, and whether it. is suitable o

\ ’ * ) - ‘J ' ~ o
. for his psychological needs. _ . ot y
", LU - “ ' ‘, . R ! . . ,o
: The client and spgcialist must work together to, help thé client .
. 5 "
A reach a dec151on about the type: af jOb he wants;Z What satlsfac- o e

tlons is he seeklnq? Wh t*lS 1mportant to him in the long run and .
?\

. ~ v t

M _whatotypes of work 0i work settlzgﬁ will provide these satlsfactlons°

encourage the'client to take the

A

We sugges? that thé spe01alls

*© initiative in f1nd1ng-a job. Once an apparently sultable job is “
. ’:: , * . ‘ -

e 3"

s
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‘ located the c11ent should be glven the opporfunlty to -evaluate it

as the source of his future 11ve11hoods S e
:Role-playing is an excellen‘ meégod of‘preparing a client for N
f -

" emp,oyment 1nterv1ews and g;ves hrm a\\inSLght 1nto what the jOb

The specxallst can conduct a mock interview that “

| may be 11ke.
* .

¥. 4,

includes a variety of questions, and”then give suggestions about

~
r

- how the client might 1mprove the 1mpress1on he makes w1th the

empldyer It-is helpful for the spedlal/stkas well as the tlwent #//;/

. ’ A

-, to play the role of the employer. The cilent jpou&d reallze that

.

' -

gett1ng a- jQP is not an ea y task and that he should bartlclpate . 2

in the job-sechrlng aspects of placement to the best of hls

4

>

L) . ‘ L‘ ’
Co ) ab;lmty.' It 1s often. an 1nd1cator of effectlve rehabllltatlon

that tha cllent ls 1n fact able to gaet his own job.

3

. '4, The speclallst needs to help h1s client becor;w_J Eully aware of
‘ o f N

'\“ the social pressures of . the ]ob, since these are ag lmportant to

i the 1nd1v1dua1 as the actual job pr%ssureo. A—qdlent s ab111ty

) . to‘édapt td. the soc1a1 1nteract10ns of the work, en»{rohment willt

d1rect1y affect his JOb performanceT' Role-p}aying is also a use- '

-
’ .

'

. , \

. ful tool here. A mock hour on the %ob from his own, the
spec1allst h,and the supervisor' s’ p01nts of\v1ew may glve the C
' \ E \ ~ N -

-

LI claent a rea11ty check 1n a safe env;ronment. , S . Y Nk
o F s "u ’ t
o The rehabilitation. spec1a11st must ‘stress trainlng as a part1a1 |
\
/ .

answer to many of the worker's problems.. On-the-Job tralnlng e

can do this effectively. ,In many cases, the state rehabilitation
’ . . . “ .
-agency will make "tuition" payments to- the employer-trainer, an I

.

incentive ‘to encourage an employer to offer such training. . - . ;
o

. ’ 10-5 o ,, , ' . .
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Clients also neeé to know that nine or ten employers must often '

be COntacted before the placement is"made, and that negative

-

¢

responses are not unusual. : e B

B
- ;GETTING-THE EMPLOYER READY FOR THE CLIENT . o
B ¢ . . e N x
‘oL : . - /\/ . ¢ . . ’ '
The specialist frequently must visft the prOspectiye employer )

’

' 4 before placement may be considered It is at th1s point that the -

b ) )

jspecialistAE?y be confrontegizlth the dllemma of determlnlng to
. whom he owes‘basic'loyalty “the client or the employer.. Should

he dbscure the cllent s hlstory in d1scusslons with the employer?
. The vocatlonal rehab111tauion specaallst is in a three-way rela-

tlonshlp with both hls cllent and the prospectlve employér

s

Therefore, the spec1allst 13 professlonally obllgated to be honest

in his deallngs w1thvthe employer. If he’ faJ.ls to be honest he ; .

» ' ¢
not only Jeopardizes the possibility of plac1ng . 1ents there in

the “future, he also risks jeopardlzlng the cllent-employer rela- . ~{

.\Ktaonshlp later if the. ehployer becomes aware of, the cllent s true ~
background.’ “The speclallst therefore, should _review w1th Ab _
o the cllent*whét ‘h Y tell the employer.. I1f the client L

' efuses to allow the spec1allst to discuss his assets anq‘ oo . y
t' Y s ’

‘ liabllltles and spec1f1cally his drug h1story w1th the employer,

0‘-

the speclallst should modlfy his' role in_ the placement/p&ocess‘to

\

one of prov1d1ng placement 1nformatlon to the cllenty w1thout

actlvely enterrng into the placement process with the cllent
/'—‘_V"’“

. ’ ‘ ‘ ' . [ ' ’ ) ’ ‘\

L] ‘I . . ' .
. . - )
) v Y - .
o ', ’ . 2 '(3 “ - . ) )
. X K Fagn o .
‘o e ' ! .
. - - .
' + \ ! . .
)
s -
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LIMITS OF SPECIALI MPLOYER "OMMUNIFATIOﬂ '.’ Lo '“ . -
. e \ ' _
,~ ! : ' , = . e
. The spec1a11st who confers w1th a prospectlve employei about a g
- - ‘ o r_, ° .o
~cl‘znt”ls adv1sed to-rev1ew the 1975 Federal Regulatlons : Lo .
. ”
-+ _ On onf1dent1a11ty 1f e is not already famll‘ar w1th them. .Pro-

ulgated by the’Spec1al Actlon Offlce for Drug’ Abuse Prevention -

/ . v

and the Department ot health ,Educatlon, and Wellare, the rules, .

¢ .

.t which became effective August 1, 1975, ensure prlvacy of 1nd1v1duals ' )
| | 2 - - N
y who obtaln treatment for substance abuse problems, -(The Joint '

' . » M < .

+ 7 . Commission on Accredltatlon,of Hospltals has also 1ssued ‘standafds = - ° .

- fer malntalnlng pr1vacy and conf;dentlality ) . 'y‘ _ o

- .
.

Although it 1s ‘impractical to attempt to summarize all of these . . r\-j

L]
» 4 !’

s regulatlons at thls p01nt, ‘a good rdle o%}thumb to remember in re-’

gard to employment s;tuatlons ‘is that dlsclosure of any client in-
» . -

formatlon should be preceeded by wr1tten consent ‘from the: cllent.

et s’

'(The procedures for obtaining wr1ttén consent are deflned in - .

*

-

2 Subpart C, Sectlon 2 31 of the Federal Regulatlons )

The 1nformat10n issued to employment agencies or employers, in

gw

-most 1nstances may be admission that a cllent is reglstered in a
. (reatmeqﬁ program. . If more speclflc infor tlon is needed, the

speczallst is reminded that only 1nformatlon that is genulnely

_ necessary to the employment 51tuat10n can be dlvulged

3
»

o

Reveallng cllent information. that is unrelated to the emoloy-
. 3 ) : :

'ment gituation is not only unethical but it is now restricted

R ; by law.'

Prlor to meet1ng w1th the prospect;ve employer, the{spec1allst

- 0

should summarlze the 1nformation that he has been authorlzed ‘toi

N . o . ] ‘ * Yo, \ t ) ' .. . D .

~

.
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¢ . o - 1. . o ) J ) 4 ’“ ¢ oA R “ .
4 . R T, . 4 ’ ' '\‘\ :
b

° discuss. AdvahCe preparation such as this vill av01d the pitfall »

A l

‘\-..,',_0 :

\ | 7 of revealing facts that may be_ relevant to the rehibilitation 4, -

A.- * process -but which have no bearing on the qlient as ar employee. ‘: a ‘,'
’ - * \ L4 ‘ .' A4 L]
. .The seéond limitation to communication between the specmalist_ e
‘¢ i 7 ) i Lo

and employer requires *he specialist to assess the sophistication X

] of theoemployer and communicate withr him on thdt leveﬂ @s ar R ‘)

- general rule, the spgcialist should avoid using terminology that
though descriptive, is laden with emotional connotations. !he
| \;‘f" most effective approach is to.describe posdtive bERav1or_that_.-
;‘."' relates to the job and to avoid diagnostic. labels. . t, ‘;, B

The’ specialistzshould determine with the personnel officer
; whether or not the supervisor wiﬁhin the work area should be L
e informed of the client's drug histOry. The degree of acceptance : ‘(
\~

, supervisors i}ve ex-drug-abu81ng clients is ctitieal in helping -

tHem get off to.a.good start, and in maintaining their work at

g

& ‘level ‘commengurate with the superyisor:s'ex‘Fctations. Therefore, ~ '*
it'may not alweys be'advantageous to the client to 'share the
' “u infoymation unless the supervisor is aware of*and suppdrts the. .
: employer s pdlicy to hire rehabilitating drug abusers. .
E . e . ? . e - . ’ N
> SUMMARY A R | o R

]
L}

The specialist's responsibility in vocational placement of the .

C , r

ex-drugrabuser cannot be underrated The dec151ons made at this e

stage of ‘the rehabilitation process not only’ a!fect the client s o

immediate feelings of satisfaction and achievement but also his




s
Module 10
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long-term physlcah anci mental health. The specialivsvt.has a real .
'. respi?slblllty to. “£eady“ the cllent for employment by giving h1m ) |
‘the necessary 1nformatlon he«needs about the Joh and about maln- ‘
taining employment;» Placement should be~cl;ent-centered w1th -
strong emphaszs given to tne client's opxn};ns about work and . h

o v L » '! . 4.‘.“

how 1t w1ll affect h1m and hls famlly ¥ o *
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B o . ‘module.10
Learnlno Kct1v1tv 2

. ot . | “'*‘)I.' )
. ~, - . . JOB PLACEMENT Issbes .= , - _ R -

(L z . ¢

. -

. - ' . . o !
I. :Jgur cllent, Joan, refuses to allow you to dﬁ?close :
1nfqrmatlon about her prior drug hlstory to potent1a1
. - | N\
. employérs. Yoy explaan that ‘you are uncomfortable not

N 3

- bélng able to release the i "matlon to employer§ you o :

\ ) .

contadt on her behalf and ask her to secure her own employ-
X ment. You offer to help’ her locate jobs, and follow-up
w1th her (not the employer) after'she 1s 51tuated Three

. weeks pass and you recelve a call from Mr. Smlth her ,

.

employer. He" 1s qu1te anqry and explalns Ehgt he’ has,
) ' ot ‘heard that Joan, whom he hlred as a clefk/typlst two '/// ﬂ

8 . [ 4 . L

weeks ago,)had been a drug addlct and was see;ng you for

L4 b' .
. . k(counse‘llng. If thlS is -true, he threatenls, he 1nten,ds to,

- -
e diSmiss her 1mmed1ate1y.j'“Can you conflrm or deny this

_ .information?" he asks. What do you dd@ . What are the . ° co
specific issues’of confidentiality here?.> ~.-° = = e

. - BRI IS _ P AU S

II. You are meeting with Mr;'Marx;‘potential employer for

. - ' K , o - A .

e

» (% : v ) . .
wour client, Bob You have presented tje essential infor-

e

D mation you,bel:.eve Mr. Marx ‘needs to know and are gett1ng
o o
. .4ndi¢ations that Mr. Marx llk6é you and yodr descrlptlon of
Bob.. He is .on the verge of.plaqlng Bobn He then says,

”Just one.last questlon I need /to ask Will you review the

typeg of“things you two spoke,of whlle-aob hasain therapy?f- ’ .

< r
.u 4 . .
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. . ',j”r : ) - o o
o oo, ' ' R
. What were all the issues? How cooperative was he while in .

-

treatment? What about his background before he: used drugs?"

. . , . . (.,
. ,What do you do? oL ' . T .

o . . N . !
" . - hEY ’ ;
’ »

N . : . , .
- . III. ¥ ,John is a client ‘you sug:essf—ully placed a.Jmonth"ago as
. a machine operator',"a}t large metal stamping plant. Prior

to seeing you, he was a “two-time loser."ﬁ He was a herom

]

addict who was arrested‘ and jailed twice for burgl‘ary. . You -~ =

have just received “a phone call from h‘is employer who '

3

,\' ' announces: "I've got John in my office. \My-plant supervisor . N -
- | ) says, he thinks John'. has stolen money rrom t;wo other’ employees I
‘e o NG lockets. I haven t called the police yet, but 1 plan to after' )
s - I speak with you.- ReaIly,. I m just calling you as a cohrtesy, ) ‘
- ' : oh‘, and‘.. to ,th.ank- you for sending me such a guy. , Don‘ t. call rne R .

, again." What do you do? |
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RéSource Paper

‘ . 1 . , . . 2

POSTPLACEMENT FOLLOW-UP . * . - ;

WI?H CLIENTS AND EMPLOYERS

' ]

As-emphaslzed earllel, successful jOb placement is not the end

of the spec1allst 8 respons1b111tyo’ in some ways it is the begln-
<«

ning. "The f1rst three months on the Job are likely tosbe a testing

v perlod for both the employer and the employee. The ex-addlct is ,

.trying out a straight world once agaln, knowing all the while that .. -
he can return tp an easier, more famlllar way . of llfe. On the |

other hand, the employer may be viewing the cf&ent.w1th a watchful,

lf not wary, eye. The ten81on created by th1s situation makes it
cr1t1cal "that for the first three months after placement the -

%pec1allst follow tha c11ent s progress closely. .-

[

G

The.spec1f1c goals to be reached -in cllent follow-up are to:
o ‘
_'l)~Determine whether a'vocatlon plan has been’ 1mplemented

2’ Effect adjustments not prev;ously ant1c1pated

(4

3) Forestall a cllent s qulttlng a jOb w1thout attempts at

s - D ) : t

adjustment .

4) Help ant1c1pate adjustments that may become necessary °
LI - \
»r.5) As51st-1n preparatlon for advancement on the job or in the

i
occupatlon A ,
. ) . ""‘i . { . ' ’ . . .
6) Provide any information requested by a client "

.7 7) Indicate continuing interest in each client, A
' "' 8) Determihe whether a revised vocational plan is needed
. \ . . ‘ \

. v
- . s N

11-3 | | ) ' O
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4

. Terminate an. undesirable plalement.

104 :Provi..de egotional support when needed. " o _ | .
"'/ ‘ 3.;1. %wean cliént aysy from dependence upon VR specialist or
| VR servioes; | |
. . ‘There are certain questions the7client should answer to‘oelg
‘ooth of yop&evaluate his feeling about the Job )
‘ 1. Is the 'job consistent with the vocational plan?
b 2., Is the job satlsfylng? Lo ) '; : . /;
3. .Is the\job too boring or too challenglng° | | |
| 4.;‘Are the ‘hours and the pay satlsfaetory?
" 5. How are non-work hours being spent? - ‘f L
6. - Are there any problems brewing? - . F -
) 7. Are there.problems in the program? .(e»g.,fwith the:
methadone pick-up sohedule) ' ' g, ‘ ~ v
Employer follow—up is mportant so that the spec1a11st an: '
1. Indlcate interest in the employer's welfare. ° | | '
. ?. Assess the employer's satlsfaction with the cllent and the
‘relationship with the VR agency. . ?‘ "'T oL
3. Fino out what kind of .wrk out best for him.
‘ " 4, .Obtain suggestions th: + .“wprove the specialist's
selationsﬁip ano service - .3 .u€ employer.
;x. " . Important questiohs to ask the employer are: | - e
| ' .1.'5;s‘the c1ient a satisfacto- fmployee?‘ . | |
5 : - 2.—tDoes he'needfassistance ir. ﬂasteringlhis job?
3. Does.oe‘oeed additional training to improve his skills or
L3N o _gainfadvsncement? .
. f}.lﬂas.he,beeo excessively‘absent or othergise irfesponsible?‘- .
. '5.' .Are there problems with which. the VR.specielist might assis’
L - | -
' - ‘. . 11-4 23
* '
. ", g




begins 1) a specific, well-deflned problem statement; 2) a clear

' : ¢ ! L 4

Module 11 -

: Client and emplcyer.followfqp is a time-consuming, arduous and

A L]

cften frgstrvting ekperience for fehabil&tation specialists. 6ne
,method of avoiding soﬁe nf the p;oblems»inffgilow-up is to organize
grcup wofkshops thﬁF focus on'probiems common to the ex-drug-abus-
ing client.- The workshops not only save the speclallst ‘time, but
also give cllents the oppcrtunlty to share experlences and alter-
native solutions. The theme-centered group workshop is usually a.

-

short-term procedure, lasting for no more than one to three

.sessions. Four tasks should be‘completed before any workshop

set of behav1ora1 objectlves; 3) a clear-cut workshop des1gn. and
4) A metth for evaluatlng its success.

For example, if several recently placed ex-druq;abuSlng clients
are‘annoyed that they spend more.than two hours commuting to and
frcm work daily, offer a oﬂe-eveping workshop‘dh che theme "Getting
to.ana from Work." The problem statement mij?t read: "Partici- ~

pants spend an average of two hours déily, witich they feel is too

-

much, getting to &and.from work."

‘The behavioral objective should be: "By the end of this evening,

. ) \. ] Y, ,//,, — - .
each partlclpeEE/y;ll/know~at %easp two new ways of transporting

himself to and from,work that -take at least 30% :less time than now

.needed." «

« 233
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v

The following design might be used: | : _. o T ‘
8:00 - 8:30 befee;—get acquainted | '
‘ 8:3Q - "9:30 Brainstorm ; compiete list df\transportation
problems ? |

9:30 - '9:4g Braak

9:40 - 10:15 Brainstorm list of alternative transportation
, - ' -
. facilities, troutes, etc.
' 10:1{ - 11:00 Matéh problems to potentiél'soluti 15-\

3 l * \
Evaluation for the workshop session could be done gbbut_ ne
montb¢fqllowin§ tge.Jvent,'using this simple measuiement : Have
particibanfs, in-facts used a new way of transportirig themselves

to and*from work? Do they save 30 percent of the time previously

A}

rgguired\for transportation?
\Uiﬁted,below are some suggested topics .for other theme-centered .

group workshops, for both clients and emvloyers: *

.Client ﬁorkéhops N : y
1) Leisure time training
és Social-skills training
5) Whege §ré you (vocationally)? Where do you want to be?
4) Work aéjustment problemé |

5) Future planning , . ’

Employer Workshgés

‘1) - Education
2) Information
3) Common problem areas

4) Program expansidr_x with specific employers ‘
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IV :
Vow B S A BT '
T o . . : Module 11
-\ -SUMMARY; s - : - \

»

Foilow-up is an important step in helping‘the ex-dxug-abusing
client‘sucééed in his aﬁtempt to)enter the world of 'work. It is e
. . J i .4
not a simple task. In anition-to the responsibility oi job '
T R 3

development, placement ana follow-up,ﬁfhe specialist must®under-
s . Y :

stand hiS'client's.potivatibps: ‘the tﬁings that motivate him
toward drug abuse and the things'that may'motivate him toward a -

successful yocational career.
\ \ 7/ ot «@

N " - e

-




- - /
. ' / P
L 4 - . ; 7 . ° !
° ’l'l , . » ! .
_ . L4 :
. INDIVIDUAL PROBLEM IDENTIFICATIOL. ! t
' . I , X ‘ /’ \ : | L
~ANP ACTION ABLANKING * ’
P AT - ]

LI .

' ' \) A SELF-DIRECTED WORKBOOK = . S
A 7 - SN

.
.
. . .
. . >
. . * ‘
. N . %
- ' s e -
: « /' . o, {
. . .
L . i
. . . L
. - .
. .
’
.

. .
. e
- “ . .
’ » it - M
H [} .
* . . .
.‘1' . p , 7~
. ~
. . .
’ . o '
. g
- v N
4 . N $ .
- . ‘ I:
L4
\ ‘e )
’ . B 2 .
'l L]
* L]
-

IR g L 12-1 .
. ‘ | .
. | |




. ‘ / ~  how close you came to your learning objectives;

to clients.

* The workbook eohtains.feur.steps:.

goal. N

- . . T ~ fiorkbook
P . 0. v .

N - , INTRODUCTION

Thlé\sélf dlrected workbook is de51gned to a551st you to "i

! AN

summarize your‘tralnlng ex erlence and ta a l thlS ex erlence
p RP P

to the vocatlonal rehabllltatlon process in your work env1ronmenf.

When you complete the workbook you will have an aCtlu. plan for

- &,
resolving specific problems that hindér effective serv1ce dellvery
c . ' . . ' D e J?,-

LI o o .

~

d Sfep I: Self-Assessment

o-'Step II' ;Prograﬁ Assessment . o o .
\ ) . B . ) C .

[ Step‘III: Statement of Actual and Mastery Conditions e,

. ® Step 1IV: Action Planning . ‘

‘As you follow these steps,'you will be~-- i .

® ‘evaluating your experience in training and’analyzing «

*
L

e evaluatipé whether the training helped you reach those
|! . .

.8

objectiveeﬁ
'L~ 5 -defining  and categir121ng ‘your jOb performauce'problems,

o deve10p1ng solutio S\FO one or more of these problems

'through an actlon P aﬂ\fo: appllcatlon on .the job. S

It'is‘aésumgd thet one of your reasons for attending this o
training program was to 1mprov your on-the-job pe: formance

by obtaining new 1nformat10n nd skills to help you reach that

<

' You are nearing the end of the experience now and it.:seems

-

'appfopriate.at this point to look both backward and forward.
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L ‘. 1In Module‘z, you'defined your job duties and‘responsibilities ’ l\
‘ ¢ and the\skills and knowledge necessary to perform" the job.  Yau . .
‘ o assessed your level of- skill and knowledge on a scale of 1-5. \j'» P
. The Program Force Field AnalySis of your organization yielded '1" i..f‘

4

factors you-perceived that-either support or hamper the per-
formance of yicr work.'“Thesé activities assisted you in setting

your, learning bjectives for training. o o i h

'In essence, you defined what you belie e'to be MASTERY | .,
performahce in your job. When you identifie organizational |
prqblems relating to your work and ydur skill and knowledge ‘ N

o /

'encies, ‘you. arrived at the AcTUAL conditions under which

‘perform your.rglg_as/a VR specialist. Through participation
¢:

raining you received feedback to contribute to a clearer Lo
knowledge of your ACTUAL skill level. T_tye discrepancy between to . .
MASTER! performance and ACTUAL performance is thg.DEFIC;ﬁNCY ‘y. ’

'.% . situation. That deficiency situation becomes a problem ready | o

. - for. solving--a problem ot.job perfor ance. (Problems are: .

. . , .
‘ : merely ”situations in need pf imgrovefent.")’ A

N . This problem situation is represented by the follow1ng
’ ]
P T : ’ . B _ 1

----- formula. . . A

3 ’ » “‘
] . . ' . -

ms'rsmr Performance - ACTUAL Performance = DEFICIENCY (Problem

’
-

in periprmance) . v :

. 23‘\; ’ . ] .

o -, 12-4
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) - .

Youf taskxis to idehtify_performdneeObroblems and develop R

L
-

4

‘ ' 'plans for thelr solutlon.

Before we address speclfic problems you identified, let s

[ ‘J Y \

look at threé categorles oﬁaperformance problems. Performance

’

. .“,»'. problems may be v1ewed as being one of or combxnatxons oq the

follmh:ng. S i o S . ;

‘

IR ° Skill and/or Knowleggg Def;cxenc1es y - o —..' L

Thls'category refersmto the inability of "a worker to
. . ._' . g . ._;A. ' ‘ . .
- _ . perform'a job or- task effectively because he does not

' ‘ -have the necessary.skiil or knowledge. Therefore, this -

is called the "can't" category.

) L 4
- L

"o .EnVironmental*Factors;joréanizational conditions and, -

constraxnts)

‘Although a worker may theoretlcally haxe the necessary
‘ : skill and knowledge to perform a job, there are factors -
.in the‘w0rk environment that are barrlers to effective '~

Job performance. These barriers can be physical (e Gy

L 4

r1g1d rules and/or codes. of behaV1or that may not be LT
7 ' '

.compatible with the.work to be performed or that elicit
J "a negative employee response) ; - they may involve poor
utilization of human and material resources, or inter-

personal conflicts. This by no means exhausts the: '

-

. - list of the envxronmental factog; Your own experxence

may a551st you in add:ng to the list.
| )

| o !

This is callea the ”hamper?d" category. The worker

is hampered by factors in ‘the work environment so' that

. - ( = effective or mastery work performance is unlikely.
Y

12-8.‘)!1 ¥
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® Motivational and Incentive Factors
N ¢ T . -
) (
. This category largely 1nvolves covert behaviors. N

. Y

-Atthough motivation is difficult to define in this
}‘ context, itfcontributes_to'Job performance probleis.
| Often good workers have the skill and knowledge-to
perform a job in a work enVironment that appears

) suppOrtive, however, they may not perform to expec~

[
\ ‘tation. This could be a prpblem of motivation or

b

incentive.’ Motivational and incentive problems may,
1for example, have their origin at the organizational
level if the incentive (reward) system_does not meét
the workers psychological needs.' Because the
worker is presumed capable Lt werforming‘arjoh,r

<

" . this is called the "won't" category;,

» ‘

Trainin wrthin this course has responded to only two of
~“these categories: skills-and/or knowledge deficidncy and
environmental”hind}ances. .

‘This activity is designed to‘assist you in defining and
categorizing your jOb performance problems to develop a plan
for your cohtinued. professiqpal growth and to help you in
systematically determining your needs for further training.
.It may also.be useful 1q\determining how you will behave
differently on tHe ]Ob.

STEP I: SELF-AsséssnENT D | . ; .
and put a check o/f over the number that most clbsely

describes where .you perceive yourself to be now.

4

N — .r..‘ : . L . 24 ()
ce . 12-6

1. Review your'SelfJAssessmentfrorm; Go hack over each item

‘ '
[




‘ .c ... .. ’ . o v
. ' . , 1’ T a o
- v - L Workbook
i . . “.‘ . . . . N ‘ . .
' ' Y LY. \ . ._u . . PR ~ : R -
2. Did you achieve your objectives? - Yes . - No
g ' » v D

.3. Lisé\Peldw;the Qkfll or kpowlédqe-aféas.for which yoﬁ héve,
a pro%;ciegcy'ﬁumbér of.leéé than 3 or for wéich youfaié not . ‘.. H
, achigvz\&our objectiQé.  List as mahy~;eéson5j;s Qou can
why théseOBQject;ves yefe not met.  TFor gxampie:
a)l'EsychQQGUic?Tésting;-tﬁis éub;ect was not éerredhin

\

<+

. trainind. .“}

‘ab) fnterviewing techniques~--I did not‘havé'sufficienﬁ praé-

tice in the skill.

. ' ”
] . LY
[ — — R - [}
v ke () :£i| A.
R ., [0 _1'1'\
\ /.
P — P l L ‘ -
. . o SRS ° . Lo
' ~ [ . ) 'Y ’ ) “ L3 ) g e . .
4. List below those areas’ that Wwere not inclucded, in your ori- v

ginal ascessment but that you feel now are skills (and/dr ©
r B ) . M s . . . . * \'\ -»
knpwledge) necessary to the effective ‘performance of your
..'. . 4 N ¢
job (e.g., ‘planning and setting objectives). Put a check
. . 4 ) ‘ : . ‘ © ‘
mark beside those you feel you need to improve.. : o .
. \ . | o A

-




\ . POSETHGR, ITEMS™3 AUD 4, SHOUL
: . PROBLEMS~ Ik Thi SKILL £uiD KNOWLLD

'

' . 1 ‘ ‘ * .
v @mpp FIi.' PROGRAN &§§E°°nnnc<1_ N\ - :

® . .
REPKLSENT .YOUR JOB PERFORMANCL
s CATEGORY. o ;

. ~ -
) . . -0 .

5. Peview your Prqyram Force Field Analysis Form. what
problems in your,work'environment are l'gged therm? rhesa

+will pé the. "hindering" forces. .- Llst the below, in'order.ﬂ
” : :. " \ -
TR of irportance to you. Put a check mark bes'de those that
. L v

‘Select: one factor that has both a chqu mark and a circle

around it, a factor that you would llke to pursue further.
“ 4
Write it ‘below:,

’ . L . T .

av : s 3 T - 2»1 3 ' ‘ -




6y .
. P .
b} K] (N . e . L g

4 -
. - - | . A Workbook
B ' . » . . y.ﬁ . .. , .
\‘. N . ty ' . “ . . o~
. YpU SHOULD WNOW EAVE SOME INFORMATION Il_V TWO ‘JOI} PERFORMAMNCE
. PROBLEM CATEGORIES: 'SKILLS AND KNOWLEDGE, AND ENVIRONMENT. IN

OTHER WORDS, .¥OU HAVE DEFINED SOME OF FNE THINGS YOU "CAN'T" DO -
AS WELL AS YOU WOULD LIKE TO AND AT LEAST ONE FACTOR IN YOUR
ENVIRONMENT THAM,, "HAMPERS" YOUR JOB PERFORMANCE. THESE WILL
L LATER BE: CONVERTED INTO.PROBLEM STATEMENTS, THE CORE OF YOUR ..
N ACTION PLAN. : " ' . :

B

.
" o .
o~ *
N . . ~ ‘
kY - 0 :
. . ¥ . t
r ‘& Y ‘ N . ‘ . ( B :
N \ . .
\ ’ 0 ] - - -
".\ . . ) \ . . - . - .
\ L \

STEP III: STATE!ENT OF ACTUAL ﬁyu MASTERY CONDITIONS N

- . ’
.

" L) ) 1.

[
| ]

-

. . . ’ f ) . . '
' - 6., Tnis stelrwill .assist you in summarizing what you have '

B

\

LY

nLd . disd&vered thus far. _
. . Ri -
Condition A:

)

Beloﬁ p'lease. write a"s.tai:emén.t about how' ‘you perceive your- -
,_éelf érofessiona;ly. Include stateménts desc;ibing both \ .
." | your strengtns ;and weakneéges in ;kill ana ‘know»led'ge areas.

"' :’J_eécfzbe m\ajor weaknesées in ybgr ﬁoxz"k eiwiroriment that o
,.}:b,u feel \you can do. soxhe_thir;g about,." This need not be; long

O o
L X
' - ’ ‘ . . ’ A . -
and involved. It is an exercise to help you articulate how °
: .- ot ¢ » : . . . .
. 'y . A '
. _ -'you perceive yolur actual t:onc}bltxon. e’ . )
| .l - [ ] ' ' ’ ! . 1
' .
< - -
-
- -\
. . ! ] y
‘ _ \ o
\ \ -
i €,
3 . t -
® )
) * .\ L} 1




) .
Condition B: ! e

Descrike what you 1ma91ne you and youxruorkncnv~ronnent

"

wpu)d be like if the problems you descrloeunan Condltlon A

rd

- were solved. . IR
. . BN . . L
‘ -
1 , ’ "
% \ . .
'3 - — =~
; - Y.
| | Y
’ . p Aae o i o
X° M : . P
YN :
NNz L— o 2
4. f . , ! )é
* ‘ X Y - L O Kt ‘) ‘ ,
f"'. . ' ‘ . . \‘ 7 - A
. | ) A ,ﬁ , . .
YOU dAVE NOW IDENTIF{ED ACTUAL PERFORMANCE SITUATIONS AND PRO~ ° . v
*JECTED MASTERY CONDITIOWS. THE FOLLOWING PAGES REPRESENT ONE - 1

WAY TO ASSEST YOU Ifi PLANWING, HOW ‘YOU MIGhT SOLVE THEDEFICIENCY -
SITUATION 'YOU HAVE DESCRIBED ABOVE. ' THIS WILL TARE APPRO)IM}TDLY
- OWE HOUR TO COMPLLTF, SO FEEL FREE TO TAKE $RhAhS AS YOU NEED ro.

r ) .
[ -

f - -.‘ ~
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‘ ' STEP /IV: ACTION PLANNING

. ~

- -

;o

One outcome of your participationﬁln this training will
-~ ’ ) ¢ .

be a concrete, specific statement of a pe?sonai aetion plan.
;‘,gge training you receive will be.valuable en;y iftyouzcae apply
it to solQing_problems and needs in yourwwork.sitUat;on.
- - This plaening guide has been provided’ to help you preducev. ¥
) ca persbnai actlon statement It is written in successive steps

.- to enable you to complete a flnlshed plan by the end of the

course. If you nhave questions, ask for help from the training

*

staff, Lo

' - Here is a list of what one “expert" has luentlfled as the basic

_actioanlannlng steps. -‘You will follow theseAstages to produce

your action plan. e\'

\ . . -

( . B . \ ‘
. 1. 'Arrive  at as clear an inage 6f the desireu outcome as

possible.

T

. 2 Make a concrete statement of the action and goal

3. Iaentxfy and exanine a;ternatlve netnous cf atttlnlng

the goal ‘ ' | ' C ‘

4. _Select one or two altgrnatlves tp eapxcre anu test.

5. Plan first actioas t¢ be takcn uelegate reapun31ollity

‘ : and gain cozmr'ltnents. . ' |
e 6. ustaulxsh ways of evaludtlng first artxons in cruer to

plan next steps.




A.
13
-
) ’
'\
K
Iy
.
-0
]
» "\ .
. .
A
i
\\
\
‘
‘
.
[ 4
’
.
!
’
i . [
L .
".f,'o B
.
o *

© ¢l your ,ersonaL

Oujeutlveg or an ultlmate pian for action.

pages.

Gsoal Ltatewent

[stabxlsnlng a raallotlc goal is a very important part

tlon plan; wltuout it you cannot pfepar;

Inplude “lthln

your goal statewent: 1) a cefinition of ycur problen, n) a

ciarification- of yeur neceds. and 3) a -possible soluticn.

The mechanics. for reacaing this goal follow in subsequent
. / ‘ o -
The goal reflects Concition o, which you described
in Step IIT. ‘

B - '

- Goal Statement

-
3
” £
L]
v
.
[ 4
<
.
. . .
I
= §
- B ¢
/]
.
~
’ .‘)
'
-
- -
Ll

-

21"
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[}

Alternatives :

. You previously wrote a needs assessment (the areas
in wnich you feel a need for further training,'ihformation,

' or action) and a goal statement. Can yod\thinkﬁof six ways,
. ' (\ ty Te .
to solve the problems ybu identified in Condition A of Step
. .

+III? Try to think of six completely different solutions to
. ¢

help you reacn your goal. since this is a forh of personal

"brainstorming," try not to evaluate the solutions now.

Brief statement of voal: .

]

"N
v
1

‘Alternatives: (solutions)

0. - . .

1 ; .
L2 -

. .

3.

| 12-13




Look over the six possible program alternatives you have lisged.
' ’ '. . . ) ,

Choose the two. you find most appealing. acccrding to your own

criteria. Write them cohcisely in the space provided. Then,

answer each question about each possible alternative.

A

. : .S . ,
EXAMINING ALTLRWATIVLS OR SOLUTIONS - ) b

1

GOAL: - "¢

- ALTERNATIVE ONE:

ALTERNATIVE TWO: '

tiow practical is it
for your role in youx
own work situation?_
Can you do it?

Can it be done?

SONY

How functional is
it in terms of
meeting your goal?

e e r——r—— . -

How desirable is it
personall or
professionally?
Why? \

to th tiree auestions. On the next page, indicate why

you chose that particular alternative.

N

244

12-14

. Choose one of the two alternatiyes above, in light of the answers,l




S o _ _Workbook -

i -

L Why did you choose this alternat1ve° . ’ ' v

~ - . ) . . ¢
B k) ) . . . . ‘
4 \,\\\ ~ N n w
— . . .
‘ U ~ . .
'
.

.\\. ¢
\\ '
By
\\:.i\
¥ . 4 ’
L} . A
¢ N
N [}
. ¥ . .
- 1 ) iR
. | 3
~ /[
X
/ - Before planning specific +hings you must do to implement .
- your selected alternative,:consider th following questions.
. ', . . t Bl
' ‘ Keep your answers in mind as you plan. Y

1. Who or wW%t will determine whether you will be able
to carry out any plan when you return to work?

2. th{\ls there about your job that you should keep iz

14 I

mind in- maklnq plans° Who and what will 1nf1uence 3

, your success or fallure;' oo
) | o 3. 'What are.some-ways'thet-you oould conceiuaoiy»sgop
yourself from reachln; your goal? ' List them.-
, 4. What can yaou do to avoid nonsubstanélve objections

; ' to your plan by your colleagues and superlors°

4

What alternaflves shoula you con51derp Should such

objectlons be made?




a . : ; L. s " F :
‘ "
v » : .(/ )
v' ' -. .', ' ‘o . s a N ".\ . ° ) . !
+ C. Action Planning '
N List madjor actions necessary to reacﬁ'ypur goal. . .

When you have identified the steps required to solve the

. problem, complete the details of your plan on the chart on

h . '
hd ) N ‘ *
the following page. o
. Y Ces “ ) 7 Id ]
. Steps ' .
1. - ) p ' P »
i
. ’ P ’ ‘ { :
1. . ) ‘
] ~ ,
.q . .~ ," !
j I o ’p. . .,
) ™ l; ‘ ) -
- . : ) . @
. [
Fal e . / ' 5 PR 7
[ ’
R} . \ ]
R . 4 ! - N
/4 2.. 4. * ‘. » ' .
. ~ . ’ N .
‘ s ' -
t : - 3 - '
‘ , , ) ; :
3.
¢ ‘
“ * |
¢ ‘ -
4. o
. * -
2'10 o
. . .
‘ Fl [ &)
; [ s
- 12-16




- S
- - .

S u | T or!-h ook
'\// ! ' ’ -

. ] a4
D! Steps to beyinning work on acticu goal. ) L
. . . > .. - 4 V ) | T " ' )
. : .Ouestion Action ‘1 Action 2 »° Action 3 - Action 4
. ~ e TAMD L om o o i bmie o oL maen - - AR e e a- : . - - [ SN
. ! . * ) v B ) ' L
What is going
o be done?
«g
e .
]

Who is going'

to:do it?
.‘ ' '. .’
!

. | when jis it
) going to be
> done? _ *

. ' ‘ ’ o _
' J
. To or for

‘ whomis it
« v . gofng to he
’ done? °

iy eeve e

‘ What willl‘.
indicate that
'} 1t has been
s | done?

. &

.‘.

e
- What evalua-
tion method

will determine
how well plans
have been

carried out?

B -




. i .

: o, ] : |
E. "Look over your proposed actions. What two concerns are
.raised by your plans? Explain pow you will resolve or

L

’ ' ' A . . .
‘deal with them. For example, will.your program director

~ support yoiir plén? Does your current workload allow time to
. implement your plan?

. » . . ' .
Af o

’ ~ e’
. .
o

Way(s) - to Deal with or Resnlve:
: - e

2. ‘Concern

.

Way(s) to Deal_wi;h or Resolve: - .

YOU HAVE Nok DEFINED YOUR GOAL AND ACTION PLANS AND
CONSIDERED 1SSUES THAT AFFECT THEIR IMPLEMENTATION: USE
THE FOLLOWING PAGES TO STATEL YOUR PERSONAL ACTION PLAN, -

. £ : ‘

) . | ,‘ . '._. 2 ‘-) 2
' 12-18 -
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¥

ce

PERSONAL ACTION PLAN .

) L4
\ .
\ ’ L )
/ B ¢
b
I. Job environment ‘problem and/or persoral job performance | , R
problem. “ o
7
[}
‘\
¢ — -
13

(N

{




. - &

III. Action(s) to be taker:
) 1. What will be done: .

-

.

.
-

[}
4

. ' - .




v Workbook
» s : .
" 5. Criteria_for evaluation: ' y
) R ?
. . [ 2N
“" < - Y [ * -
! - . ;
H N \: o
. . ‘ i ‘ . 3 \\‘
_ . ' . \
.6. Evaluation® method: o . \\ -
! ¢ - N ‘ . ' \‘\' o
a4 ! | :.\
! ! > \ \ .-A\( » ) ’
X / : .
om '
: A
ol ”\\ ’
[ o~ ‘ , ‘I
A statement about the values (personal or social)
e - 14 o _ N
~ upon which this actionh plan is based. What issues, if
' any,/are raised or dealt with by your plan? (Complete this
, . . :
. Section if it seems relevant to you.)’ | o R
o] . R . " . -
( -
Y R ) ’
» .
L ¢“‘,¥]
\ ¢
- - P
‘ 235
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Appendix ' . '

- . PSYCHOMETRIC TESTS -

!

‘ 6ften thessubjective'process of interuiewing a client to assess
personality, skills, and'interests will'not yield sufficient |
objective information. Such information is essential for'the
specialist to plap with the client for vocational counseling,

e training or pr plapement. Psychological tests prov1de an

&

important adjunct to observation. and interViewing, and help to

l
- ? ' TR
J . . * .

compensate for some of the shortcomings of these two assess-

'-ment techniques.
' N

.Although tests are a valuable tool in the assessment of treatment‘

'needs, they .should never be used or relied upon as alsubstitute

¢ L]

for careful intervieWing, nor should they be administered or o .

rpreted by untrained personnel " No test is better than the

A}

" person who interprets 1ts results. The potential difficulties‘

aris:ng from incautious -use of such tests demand that they be

. v

administered and interpreted with the utmost, care.

_Eyen though you may not be trained to administer or interpret \7".
psychological tests, it.is;important-that youvknow something
. about tests mostccommonly reported in clients"records. It‘is;~
also important to know what tests are availahle for hich
: diagnostic purposes so that you can request- tests for clients
who are difficult to assess. The folloWing types ofltests are
most commonly used to’supplement othér diagnostic procedures:’
@ Personality tests--objective
. “ ° "Personality tests--subjective

‘e " Intelligence tests

o Vocational'tests

N
[y |
-]




. PERSONALITY TESTS--OBJECTIVE

Objective tests of personality are used widely for.both.tteat-
ment and }esearch. .They are designed to:ohtain information * .
ahout many_different.personality traits quickly; simply, and
»iheXpensiveiy.. Most of.these‘teSts:are based oh-true-false or
multiple-chciqe questionslihat cah be answefedVon a self-
administered test form,\usually'ih an‘hcur oleess.‘ They canv e
' he given to clients either'individually or in'a group and dc 7 Co

[ A )

not require a trained staff member for either admhnistration .
or storing. Because these tests are inexpenSive and simple to"')
use, they have been administered to many thousands of people

~piior to, during, and after treatment. (An'overall picture of.

the client's sceres on each of the many_test scales, a test ' °' ‘
profile, is obtained.) By combaring anclieht's-test profiie‘
with profiles ohtaihed from other clients and research'sub?\
jects, a trained person can learn a great deal about a client's-.
. treatment neer. All of these tests require tlat clients re-
spond tc guestions truthfuily, but most of ‘them have built in
.'validity'indicators or "lie detector“'scaies designed to iden-
tify clients who try to create an unusually favorabie.or

. s

vnfavofable picture of themselves. The most wilely used tests -
in this category are the Minnesota MthlphaSlC Persohality
Inventory (MMPI), thg California Psychological Inventory - (CPI),
the Edwards Personality Preference Scheﬂule (EPPS) , and the
Adjective Check List (ACL)

) . - - 2\3 \g .

[N
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Mlnnesota Multrphaslc Personallty Inventory (MMPI) ' : ' :

A 'Known fam111ar1y as the MMPI or the "Mult," this is the. onest,
best-known, pnd most widely used test in thlsgcategory. ¥, ]t

cQnsists of ‘566 true-false questions such as, "I like to read ' .

13
L}

! C ' Co ) «
mechanics magazines " or "My sex life|is sazjsfactory." It is
the answers .given

scored by comparingfeaoh clienq;s'ans ers t

by people wit?tknown psychiatric problems. For example, a

o .\ ) . - . ‘ .
client woyld receive a high score on the scale measuring

) - "Depression" if Kis answers were the same as the ones given

to these questions‘py people receiving treatment for depression.

-~

Although the Questions s(em straight ffogzward and vulnerap;e to

* . .

‘ : deceptive responses, it is difficult for clients to'create. the
impression they)want. For eiample,-most people would think

that answering'"true“'to the question, "I often cross the’,

street to avoid meeting someone I don't like," might be an

/

indication of paranoia. In fact, diagnosed paranoid clients
are more likely to answer "false" to this item. The important
8 thlng to remember about th1s test 1s that the client responses *

per se are not as important as whether or not the responses are

similar to those given by“people with certain problems.

As an essessment‘tcol for treatment planning, thelMMPI cans be
particularly useful'in the identificetion of ~lients who may
°be'likely to ~ommit suicide or to be Adangerously agressive. It
.is also sxtremely useful in the detection of psychosis and ip.«““ﬁ

‘ " the assessment of a client's potential for. benefitting,—f‘rom




' psychotherapy In the hands of a skilled'interpreter, it may

3

be further utilized in the detection of\organic disorders and

psychiatric problems. | : ~

‘California Psychological Inventory (CPI) _ e

The CPI was developed from the MMPI and has many of the same
questions. It is somewhat shorter than the MMPI and takes a
little'less'time to complete. Since it focuses on heaithy
aspects of the personality, rather than on psychopathology,

it is less commonly used as a diagnostic tool. For this very
reason, however, it is an excellent test to use in conjunction,
with the MMPI to obtain 2 more balanced picture of a client s

strengths and weaknesses. ,

As in the MMPI, clients are stored on the'CPI by comparinF

....

their answers with those given by'indiyiduals_with specific
:e;éonality assets. For example, the test profile for the
CPI includes scores on "Self—control," "Responsibility,"
“Tolerance," “Flexibility," and "Social-Presence.“. It also
taps such areas as clients' "Intel.ectual Efficiency'-—
which indicates not how*smart they are, but how well they
"Achievement via Conformity" and "Achievement via
Independence -"-which indicate whether clients function
better on their own or as part of a. group. Clearly, these ;

are the important factors that siiould be taken int® consid-

eration in any treatment.planning process..

.v, L]
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Appendix .
'A . A, .
‘ Edwards Personal Preference Schedule (EPPS)
Adjective Check List (ACL) .

Although they.are constructed'quité'differgntly and call fo

14
R 4

different kinds of responses to’ the test items, these two

‘inventories are discussed together because they both provide,

l

‘ information about the client's personality traits and needs.

Instead ~f focusing on problems or personality assets, however,
‘ . h M - ; .. N T ° T e

‘these tests yield scores’'&hat reflect the client's self-image.

s
The EPPS is based on,a'séries of multiple-choice questions in
which cliénts are askéd‘to choose whicy of fwo alternat%ves
thevaould‘preferf' The ACL consists of a list of 300 J
adjecfives from which tbe client is asked to select‘thgse‘that-

. ‘ descr}be him. Bbth tests take considerably.less time tcla com-

- i 'pleté-thgn either the MMPI or the CPI! '. The ACL is partic-

ﬁlarly easy to admiﬁister because it takes no mere th;n ten‘or

fifteen minutes to complete and is considered enjoyable by

most cliehts. g - : . /

e

- |
Personality profiles based on these tests give information about . ’

clients' needs for assertiveness, dependency, aggressiveness,
’ -~

helpfulness, and fqr praisibor punishment. Again, because these

tests do not focus on psychopathology, they.aie less-commanly
N used in diagnostic assessmen£ than the MMPI. However, both are

uééful in diagnoéis because they tap various aspects of the

" personality that might otherwise be ovezlqoked. , Using such tests ,

. . it may be pbéE}ble to discover that an apéaregtly fiercely

'2610 | . -




c - independent cllent would llke)nothlng more than a re.ationship
:in which he could befependen)t The value of such information.

.

in treatment planning cannot be overestimated.

" PERSONALIYY TESTS-- PROJECTIVE
Projectire tests of personality are based on the simple idea
that a person'will tell you something about himself (will :

project aspects of his personality) when asked to use his
M \

. -~

imagination. Thus, just as one person describes a bottle of

n wine as half-full and another‘describes the same bottle as

half-empty, projective tesfing assumes that differeﬂ

will see things differently or interpret things differently
. 1nt : |

t people

: ' \ . cL
. according to their particular personality traits.

©

/ _ .
In contrast to objective tests, projective tests must be

administered and scored by highly trained personnel. Except
. /A
" under special circumstances, usually in researchk projective
s
tests must be administered ihdividually-by the_?ame person who

. will later score and interpret the results. Prbjective testing,
therefore, lS a twne-censumlng and expensive undertaklng. In
some mental health settings, a- battery (or group) pf projective
‘tests is administered routlnely to all cllehts at the time of
treatment intake, but in moet cases projective tests are
requested to accompllsh specific diagnostic tasks. In drug

. abuse treatment, they should be u%ed primarily w1th clients who

are suspected to be psychotic or organically lmpalred and, to a

A [
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lesser extent, w1tﬂ clients who appear severely depressed or :

potentially violent or su1c1da1. The most w1de1y used projective

(2

tests are the Rorschach, the Thematlc Apperceptlonorest (TAT) ,

thé Bender-Gestalt, and the Sentence Completion Test.

’ ' T ., ¢ ., ' \

Bender-Gestalt

-

;.The'Bender-Gestalt is.used almost exclusively to determine the

nature and extent of organic lmpalrment or bra1n damage;, and
asks clients to reproduce from memory a series of geometrlc'
«figures. The other projective tests involve the client in some
1magqnat1ve act1v1ty, and dlffer from one another prlmarxly in

P) ]

the manner in which that ac¢1v1ty is descrlbed

Porschach | )'; : Cia

. The Rorschach was the flrst projective test developed and it

is probably still the most widely used. It is often referred

to as the "ink-blot test" because clients are shown ten cards

/

(some in color, some in shades of black, grey and white) that

¢

resemble patterns made by pouring ink in the fold of a pizge

of paper and smearing it about to make an abstract design.

‘ 5 .
The cards ar~ presented to cllents one at a time, and they

are asked to descrlbe what they see in each card. Scoriag
~and interpretation of the Rorschach is based on what the

client describes, how many different things are "seen," and

most important, on the basis of "where" each thing is seen

.

and why it appears to the client the way it does. To give

just one example, some clients may“focus their attention on




¢

; 7
’
/

the whole blot and descrlbe a scene made up of many parts; //

»

, others may concentrate on some mlnute detall of the. blot or /

/

descrlbe each separate part as if it stood alone from all the

rest. To the trained diagnostician, these dlfferences ln

L
percepclons of the Rorschach cards may- help assess various

\
aspects of personallty or pathology that may otheerSe be

“extremely difficult to 1dent1fy. '-g .‘A

r - (. ('

a/r

. Thematic Apperception Test<(T§T)' 7

v Unllke the RorSchach, in whlch cllents are asked only to.

[4

describe what they. “see,“ the TAT calls for cllents to make up

stories. They are presented with a ser1es of draw1ngs

and :f'
_ photographs of people and places, and asked to te —a«st6f§4”/T//f/t

’_/

e
'about what they see, what has led up to it, and about what

, .
, W1ll happen next. In some of the pictures it is difficult C ‘

to make out clearly what the characters are d01ng, whether

-
.

’

they. are men_or'women, or what sone of the objects or places .

are. Thus, because the pictures are highly ambiguous, people |

see them différently and tell quite different stories.

. . . \ _
The scoring and interpretation of the TAT is based.on many
things, including the way each client interprets the pictsres
the@selves. But, most important are the themes of the stories
told. Again,'to give but one example, some clients may tell
.‘stories in which the main character does things because of
inner needs and wants, because things are important to that

-

character. Others may tell stories in which che main character

261 | ‘
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does th1ngs only’ because of external pressure or to satisfy
"the wishes of others he wants to olease. The TAT gives an

- unusually rich plcture of c11ents 1nnermost thoughts and
Vv o'
-beliefs about ‘the way the world works. In the hands of a
\ : .
:“l!lled diagnostician, and particularly when it is given along

with-the'Rorschach, it can be an ‘extremely useful diagnostic

tool.

-*
-

Sentence Completlon Test (SLL) v

- <

The SCL 1s the simplest and most stra1ghtforward of the pro-

')ective tests descrlbed; it requireg little explanataon. Clients
- . . : . A '

are given the beginning of a sentence, called the "stem," and

, are asked. merely to complete the sentence. gpr example, Y stem

/

"common to.a. pumber of sentence completion tests is "My mother

e o e e If a .sentence completlon test were de51gned

specifically for use in a drug abuse treatment program:_it

m1ght include the stem "Since I started us1ng drugs G et
In short, stems’ are de51gned to 6llClt answers, from cllents

about issues that are relevant to their feellngs, attitudes,

V.»‘

and behavior. Many such tests are available or can be

modified cr designed to'meet.specific program needs.

INTELLIGENCE TESTS
Although it is very difficult to define intelligence

operationally, many tests han been developed to measute it.
' L g e N

Most of these tests were or fnally developed for educatipnal

use to assess students' abili es, but today their use has

. ~
-, ¢
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1]

extended to employment screening and treatment planning as

well. , ‘ | | '  U (.. ‘I.

In general, intelligence;tests'compare an individual's ability
: \ . . .

to perform certain intellectual tasks against the performance ‘

of a large number of other individuals. If his per formance |

exceeds the average score for his age group, he is said to be

"above average" in intellidgence.
’ . ‘ ! : s : - : . ..!

»The form and content of such tests may vary considerably but,

in general, they.are'cpncerned pfimarily with such things as
memory, verbel:skills, quantitdtive skills, and problem-solving

abilities. Some also measure the ability to perform a numbe: of

tasks 1nvolv1ng nonverbal abilities such as dee problems, jlgsaw

A ]
i -

puzzles, and similar tasks. As operationally defined in these tests, ‘
intelligence is thus Viewed not as a single attribute but as

1nvolv1ng many.different levels of intellectual functioning. “ o

’ '

?hefe is goqd'ieason to believe ~hat, the-ability‘to oerform, B
well on intelligence tests may bér at least partially;‘a
function oi the indiyidual's educational and‘socio-economic

v bebkground "since many of the items require the use of skills
acquired through formal education, the tests tend to be biased
against.those with little or no educational attainment.
Similarly/‘many clients from tacial minorities and from

1mpover1shed backg}ounds tend to do poorly on. these tests even -

if they have a high deg:ee,of native intelligence. Also,

-

/ | . 265 | | ' .
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. -

clients who ‘are unaccustomed to taking tests or who become

anxious .in a testing situation may perform below ‘their true

hJ

.capacity on such tests. For these reasons, it is important to.

be sure fhat"iﬁtelligence tests.are carefully administered gnd
interpreted. Used.impropefly, they can do mﬁch damage; used
'qPr:ectly, thé} can add sidnificantly to the treatment planning

- process. de of the mésﬁ-cémmoni}%used intelligence tésés, ' b

, the Stanford-Binet and the Wechsler -Adult Intelligence .Scale, -

will be discussed hefe;

The Stanford-Binet Inteliigence Scale

Probably the most well-known of all psychological tests is the

Stanford—Blnet Incelligence Scale deve10ped in 1890 by Alfred , /:

Binet and later expanded by Lewis Terman (of Stanford Unlver51ty)
in-1910. Blnet was the first to dewise a method for distinguish-

ing between “bright“ and "dull” children. The test is designed

to measu e.the intelligence  level of children (from age two) and-

-

adults,” Norms were established independent of minority groupings,

but gpese have since been somewhat modified. Because qQf this and

-

the problems indicated above,_céution should he used in

interpreting scores derived frem such tests.

}h@ Standord-Binet operationally defines intelligence in terms
of seven major atg¢ributes or contenf_areas. They are:

1. Language: the naming of objects, rhymes | .

2 . Reasoning: orientation, verbal absurdities

3. Memory: sentences, numerical seguences

“ . . RS
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4 .. Conceptual: similarities, proverbs

L]

5., Social intelligence: comprehension, picturelabsufdities
6. Ndﬁ%tical reasoning: making change, ingenuity

7 . Visual-motor: form board,.square copying

The . Stanford-Binet was developed'with:the idea Ehat the.mind
'functlons as an 1nterwoven unlt, w1th each of the above T
fa0111t1es contrlbutlng to one s total 1nte11ectua1 functlonlng.
Slnee Binet V1ewed 1ntelllgence-as a eteady r,royth process, he
proposed a scale or ladder of tasks. The scale%;s constructed -
so that .each successive.questien'is more difficult because the

testee gains experience by solving the previous items.

o

In administering the tests, the examiner attempts to start;the

eubject on ersy tasks (questions), usually those at'a level,oiﬂa\

'year belew his actual, chronoloeical, age, (lower if he is ‘
euspected to be-‘below average). .The sebject moves upward,-level.e
. by level, until at some level he fails all the subtests. Levels /,

are spaced six months apart for children from ages two_to five,

. ,
one year apart for those from age tive, and even more widely
&

apart for subjects above the age of fourteen.
- “~4ﬁ£jlevel reached on the ladder is called the mental

. . L] '
age. The intelligence quotient is a ratio determined by

. ' expre331ng the chronological age in morths, d1v1d1ng

Ak

L 4

it into the-mental age in months, and moving the decimal point

", two rlaces to the rlght. Therefore, a child of chronological

age (CA) seven (84/months) and mental ‘age (MA‘ seven, would

:' . | ( ‘
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thus have an IQ of 109; a child df CA ten (120 months) and MA

twelve years sikx months (150 months) would have an IQ of 125,

and so on.

»

Although théﬂSfanfofd-Biﬁet may be used with adults as well
as children, it is most cOmmopIy used with childfgn: The
f%bove'discusgion, then, mgy be rpfefenced when reviewing

a client's academic fecofd that reports Sﬁanford-Binét
Jtest resulté of the client atian-eﬁrly hge. The more com-
monly used measure of adult inpelligence is the Wechsler

Adult Intelligenge cale.

‘The Wechsler Adult Intelligence Scale (WAIS)

Sine= the Stanford-Binet was designed primarily for use with
: ) < ' '

children, there was a need for a more adequate assessment

instrument for adults. Responding to this need, Veclsler, in

1955, developed a test more suitable for the adult population.

-.ﬁis.test, the WAIS, became widely accepted and was adonted as -

~

the standard assessment instrument by many institutions and

individual diagnosticians. =

[

'-/ Like Binet, Wechsler viewed intclligence as a complex phenomenon

resulting from biological development and experience. Although

‘his conception of intelligence was similar to Binet's, he felt’
. : Y

the Jneed to establish separate scores for,éach of the tasks

"making up the individual's total performanée.

s . S S T /
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) On the WAIS, items are diviaed int> two major éategories:

verbal and performance. Each Category contdins a series of -
subtests designed to measure separdte components of intelli-

\ - gence. “They are: o , ) , .
\. : o = e . -

N\ : . Verbal - Performance
o | o Information | l, ° Blockldesign ‘
. e Comprehension | ) Pictﬁre cpmpletion\
o. Atithﬁetic _ ®- Picture arrangeﬁent
D e Similarities . e Object assembly K
| ‘@ Vocabulary f  '., e Digit symbol

e Digit span_kﬁémory)
' The verbal category subtests are self-explanatory in terms of
- T . [ ' ‘ R .

the tasks reduired;;thd& are primarily a meagure of factual
information, reasoning and analytical abilities, and memory. _ '

The performance category ,requires the person being tested to

A Y

look at varibus pictures or designs and .choose the order in
¢ . [ 9 . . . _n‘.

which they should appear. \?suéliy a' story is told ir three

or more cartoon panels presénte@ in.random order; the person
arranges them in their proper order. The task is one that
essentiali&-involves ghe identification éf a complex whole
from disorganized pafks. These teéts make limited demands'on
- verbal ability but, as such, are especialiy helpful'in
identifyihg prqblems such as organic_impgirment and educa-

tional deprivation.

o
N
S
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The procedure for administering the WAIS is comparatively
' RS

simple; it takes approxlmately 'one hour. The examiner is

permitted to administer the subtests in the order of his

choosing to accommodate the person's 1nterests_and.react10ns.

- . i | , rﬁg&

VOCATIONAL TESTS - . - e - '
Vocatlonal testlng is a highly spec1allzed fleld 1n Wthh

different kinds of tests are used to measure skllls, aptltudes,

‘-
’

interests; and dimensions of personallty that relate to success ’

-t

in different jobs.

The Kuder Occupational Intérest Survey (KOIS)

The KOIS is a test of. vocational interests that has one hundred
items. ' Each item lists three‘actiyitiés(’ The client must
select his mo§t‘and léast préferred\activity in each group of
thf;e cho{éss. These_itémé come under ten major categories:
dutdoof, Meéhanicalf Computatioual, ScieZtif;c,'Persuasive,
‘Artistic, Literary, yusical, Socia{ Service, and Clerical.
B;sed on the pattern of‘responseé, scores are'computed on
twenty-two di’ffe'rerp oc'c:upational scales such as eﬁgineer, -
farmer, minister, etc. High scores on these scales do not

" mean that the person is necessarily well-suited to a particular
oc¢upatién, but only ;hgt he has a pattern of interests con-

L]
°

Aucive to those occupations. -
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The Strong Vocational Interest Blank (SVIB)

'Another W1dely used test in vocational assessment is the SVIB. .

1t, too, -asks for an 1nd1catlon of preferences among a varlety

of alternatlves, but it differs from the Kuder in that it 1s

1A

-scored by comparlng an individual's answers W1th those of

people who ‘are successful in dlfferent occupatlons. Thus, a

Y !

person who scores high on the SVIB englneer scale, for example,

. does S0 because he llkes to do- the same klnds of . thlngs that

successful englneers to. Scores on the SVIB are harder to
fake than those on the Kuder and, partly for this reason, the
SVIB is considered to be the best vbcation:l interest test

ava}lable today.

The Differentlal Aptltude Tests (DAT)

Thts is a widely used battery of tests de31gned to measure
aptltude for different kinds of workﬂx Included in the DAT
battery are tests measuring ability to perform a variety of

clerical and mechanical'skills."A similar and widely used

test, the General Aptitude Test Battery (GATB) measures, in

-.'

"addition, motor coordination, manual dexterity, quantitative

ability, and is designed to ascertain aptitudes to perform

tasks required in specific jobs.

Other Tests

In addition to these broad-gauged'aptitude tests there are mapy

others that measure specific job-related skills. Of these, the

4
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most reliable are,ﬁwork sample" tests in which individuals ) : ‘

actuaily work on the job for a period of time to determine'tneir
ability to perform the required tasrs.‘ ’
Among_personality tests used for vocationaltsCreening, the. IR
‘Holland system is the most widely used.  This. test yields |
scores on six scales: realistic, intellectual, social, con-
ventional, enterprising, and artistic;. Based on their test
profile,_indiViduals are:assumed to be especially well-suited

for particular occupations. Someone who scores high on "the’

realistic scale, for example, would do well in/highly
.structured jobs ‘involving the use of tools, otors,’and other
objects. But, they Qould not do well in jops involming'leader—
ship, close personal relationships, abstrﬂvt thinking, and
—srbal interactions. Likewise, someone scoring high on the
conVentional scale would do weil on.jobs involving c1ericai
and compqtational tasks, but would not be weli-suited for Sobs. :
involving aggressive salesmanship, verbal persuasion, or -close
: interpersonal relationships. In the interpretation of results
"on this and similar personality tests, it is important to
remember that high scores on these scales do not mean that
the person has the ability to’ perform the required tasks for
the occupations in question, but rather that ne does possess.
certain traits and predispositions that are compatible witn

or conducive to the selection of jobs in specific vocational

areas.
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