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Introduction: Perspectives on Vocational
Education and Rehabilitation for the
'Handicapped

' Qhe_ryl,L. Hansen
" Nomis G. Haring .

N ~
' A

The focus of this monograph' is on current vocatlonal
habifitation* efforts on behali of the moderately to
severely retarded, who a generally: _deemed
"inconsequential producers" by traditional rehabilitation
specialists and who, have béen histdrically underserved or
unserved. Currently these individuals are relegated to
sheltered.workshops or work activity centers.. Seldom are
they afférded opportunities for competitive employment
- (Greenleigh Associates, 1975). However, as theefollowing
papers clearly demonstrate, the rnoderately to seveérely
retarded can be successfully trained for and placed into
jobs through community-based programs and can succeed
within the competitive labor force.

"An efféctlve community-based training and placernent
program depends on understanding and cooperation
between special educators, vocational | educators,
rehabilitation workers and parents. Unfortunately, due to
the disparity. in their backgrounds and- training,

professionals in these fields are often unfamiliar with
f

-
4

Y
* The term habifitation is used throughout this monograph to copnote a
blend of rehabilitation and education programs for the handicapped.
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éach other, This unfamiliarity can.result in a lack of
communication and cooperation. ¢ Thus, in order to
facilitate communication and to" foster <ooperation,,
mutual terms must be defined and mutual goals must be
established. i e :

TERMS AND DEFINITIONS

1}

According to Title ¥ of the Rehabilitation Act of 1973, a
handicapped individual is one who "1) has a physical ‘or
maptal disability which for such individual constitutes or .
results in a substantial handicap to employment and 2) can,
redkonably. be expected to benefit in -terms of
emp[oyability from vocational rehabilitation services"
(PL 93- 112 Section 29 USC 706). 1n contrast, PL 94-142
defi a -mentally retdrded person as having
"sigritficantly subaverage general intellectual functioning
existihg concurrently with deficits in adaptive behavior
mgnifested during the developmental period, which

sely affects a child's educational performance”

}). TTus, the focus of the Rehabilitgtion Act is
loyability,” while  PL 94-142 cohcentrates on
generakleducability. For the purpose of this monograph,
the emplByability of the moderately to severely retarded

wil] be digcussed.

The serq“.éces rendered - to. the "handicapped by special
educatioh, vocatiohal education apd  vocidtional
réhabilitation share certain  similarities. - Special
education, provides "specially designed instructiofi, at no
cost to Bhe parent, to meet the uniqué needs of a’
handicap child®  (PL 94-142  Section 12l.a.14).
Vocational education means, "vocational or technical
training %’ retraining which is given in schools or classes
to preparé individuals'for gainful employment” (pL 90-576
Section 122). Vocatjonal tehabilitation services "include
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any goods or services necessary to render a handicapped '
individual employable" (PL 93-112 Section 103.a). These

. goods or services may include evaluation of rehabilitation
__Ecltential coungeling, guidance, referraL and placement
services, vocational and’ gther training services, and

} physical and mental restorative servites. The programs
described in this monograph combine critical aspects of
these disciplines to enhance the vocational opportunities
of modérately to severely retarded individuals.

Vocational programs for the adult- handicapped are
frequently. delivered in one of three settings: sheitered
workshops, work activity centers. arid .adult activity-
centers, A sheltered workshop "is & nonproflt
rehabilitation facility utilizing individual goals, wages, .
- supportive services, and a controlled work environment to
help vocationally handicapped persons achieve or maintain
their maximum potential as. workers” {(National \
Association of :Sheltered Workshops and Homgbound -
Pro§rams 1968 definition, in Greenleigh Associates, 1975,
Work activity centers are a subset of sheltered
workshops and must "serve those “(individuals) so severely
disabled that their productive capacities ‘ are
inconsequential” {Greenleigh Associates, 1975," p. 5)
Finally,\ adult activity centers/ are "established for
individuais with training needs in the most fundamental of
skills {e.g., :ambulation, eating skills, toileting, basic
communications, etg.)" (Lynch, 1979, p. 258},
— \
in -contrast, ‘tommumty-based tranmng and placemepnt
.. provides instryctional training of job and social skilis on
an individual basis at an ‘actual job site, usually alongside
nonhandicapped co-workers, In addition to preparing the.
handicapped individual, community-based programs also
work to modify variables within the job site which may be
-detrimental to the client's success. These programs
simultaneously Lprepare . the - client for the work
environment and prepare the work environment for the
client,
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"It is a mlsndmer to call efforts at job tramlng and
placement "rehabilitation." The term ‘rehabilitation is
defined as bringing an individual back to a prev' fous °
normal condition . through education and "therapy.
Moderately and severely retarded adults .cannot be
brought back to a state they have never experienced.
Therefore, vocational training eiforts are habilitative
-rather than rehabilitative in nature. Through spedciaily
designed habilitative instruction, the retarded are
. supplied with the means to enter ‘the competitive job
market. Thus, the , community-based.. traifing "and
‘placement programs dlscussed in_this monograph refer to
habilitation, not rehabilitation, as their,goal,
b -

-
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These papers represent” the concerns ahd efforts ‘of
several Handicapped Children's Model Programs and
Special Needs Programs Project Directors <currently
involved in vocational training programs, who attended a
Vocational Education Symposium held in March, 1920 in
Columbia, Missouri. This symposium had a dual purpose:
to share results of the vocational habilitation models
developed by these projects, and to gain a better .
‘understanding of. the cngncal problems facing vocational
training programs. . °

In _“A History of Vocational Habilitation of the
Haﬁdlcapped " aframework is presented for understanding
current vocational habilitation efforts. Societal
. perceptions and treatment of the handicapped. are
examined during the primitive period, when the
handicapped were considered liabilities, through the
humanitarian period, when they were considered wards of
sociéty, to the present, when the handicapped are finally
accorded their rights as full-fledged members of society.




The effects of federal 1nvolvernent on the services
available to -the handicapped are traced through ,a-
dlscussmn of legislative efforts dunng this century. -
L]
The~SPeC1allzed ‘skills needgd by the special edycator to
work with severely handicapped » young adults, in a
_ secondary school job training program qre discussed by |
Lynch and ‘Smger- These skills include assessing the job
-.amarket, assessing student abilities, developing an .
appropnate vocational program and preparing the job site.
- The mogel program developed-at Wilson-Pacific School in -
- Seattle, Washington illustrates a successful school-based
vocatlonal tramgng prograrn. _ o

' "The Debllitatmg Effects of the Habilitation Process" are
discussed by’ Levy. * Inf this paper, Levy asserts that
sheltereqd workshops are currently mcapable of providing

- ameaningful vocational habilitation for the' handicapped,
and, indeed, may actually harm the clients they serve.
Among the d\bllltatmg effects cited are: inappropriate
evaluations, lack of tralmng opportumtles. lack of
training for appropridte work behaviors, lack of suitable

environments, little concern for improving

productiwity and ineffectual organizational structures.

e Possible {lternatives are presented: improved evaluation

d establishment of viable program options,

apetitive employment controlled work

envnronrnents and non-work alternatives. ,
Larson and Edwards describe a. model of community-based
vocational training and- placement for the severely
handicapped developed at Portland State Umver§1ty. This

model places minimal emphasis on evaluation and
simulated job training and maximum emphasis on trainifig

clients in situ. Basic components of this model include: -
cllent search, scregning and assessment, classroom
prevocatlonal ograms, travel training, employer
contacts for traihlng materials and for long-term training
sntes, job e,xploratlon and training,-and parent contacts.: A
major premise of the Vocational Careers Model s that a
management system which tracks and gives credit. for

\
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ongoing staff effort is necessary to ensure maximum °
efficiency.

‘Staff expectations and behaviors. which maintain ‘the
institutional environment’ rather than contribute %o
clients' independent. functioning ‘are discussed by Alper
and Alper.. Factors contributing to staff resistance to
~community-based~ programs: igclude both  personal

' characteristics and the desires for survu(a], certajnty,
control, autonomy, acceptance and cOngrurty Strategles
for overcoming staff resisfance*td change include using a
social-democratic milieu “to explore ‘gtaff needs and
concerns, gsing external rejnforcement of prosocial

t behaviors, " fostering self-reinforcement by staff and
gradually exposing staff to commumty-based traiping and
placement actmtles.

In the ‘flnak paper, Wehman presents a ratlonale fdr
employing ‘the moderately ;o severely handlcapped in
nonsheltered'competitive setings. The major advantages
to . ;pursuing- isqmpemtwe training’ and placement
_-opportunities for~the handxcapMare found in terms of
" improved wages and . benefrts",‘r integration with
ngnhandicapped individuals, achrevmg normalrzatxori
b havmg greater opportumtles for advancement, and in the
‘improved perceptions of the handicapped by famlly,
friends, eriployers and legrslators. In Wehman's model,
competitive t.raimng and placement occurs . in three
.stages: 1) assessing the ihdividual's vocational ‘skills and
the. work environfnent; .2} initiating” community-based
_training activities and 1mpbement1ng s.pecmc advocacy
strategies; and 3) fading staff assistance from the job
site, " Several suggestlons %or 1mproved commumty-based
.o2raining - and * placement programs Jaased on acfual
experience are: p051ted ' :
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. .
Severat mnovam’e efforts at expanding the opportunmes
‘available for the moderetely and severely handlcapped are
. déscribed in these papers. These new opportunities have .
resulted primarily from the ingreased sopbistication of

. special educators in designing and implementing effective

" habilitation programs t¢ teach functional skills and in

" . providing these programs in the least restriCtive, most
normal « environments, possible. = The gpal of these
sendeayors is to. 1mprove the lives of handicapped people
‘through assisting theni 'to achieve maximally mdependent
productive lives, - . ‘

Research has repeatedly shown that the’ mo?.ie‘rately and
severely retarded have extrgme difficulty generalizing
behaviors across activities and settings (Hanng & Liberty,
Note 1). The prognosis for this population is most hopeful
when training and placement are congruent. Hence, the
current emphasns on community-based programming for
the handicapped is the direct result of two known facts.
First, the moderately?and severely retarded are .capable
of becomlng productwe competitive employees. Second,

. in order to raximize their patential, traiping an’d.'
piacement must occur simultaneously. Through comblmng ;
aspects of.specially designed instruction and on-the-job
training, the vocational 'honzons of the handicapped are.
expanded. 5
As these habilitation efforts multiply, professionals have
become increasingly awaree that the moderately and
severely handicapped suffer from chronic problems which
require extensive long-term professional involvement.
Without such centinued involvement, this population is -
likely to encounter "a life of relatlve 1solat10n from peers
and segregation from the Commumty at large” (Stanfield,
1973). This Knvolvement shéuld focus on three concerns.
First, for the moderately and severely retarded, crucial

"social interaction skills must be identified and taught.
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Second, the community, especially employérs, "and
nonhandlcapped co-workers, must be prepared to accept
the handicapped into the labor force. Third, a

comprehensive community-based support system must be °

developed to coordinate all services _net;es'sary to maintain
the individual within the community.

The effectiveness of these efforts will depend on a
continued commitment to quahty programming - and
research, Carefully conducted, rigorous research supplies

Critically needed data on effective instructional.

procedures.  Similarly, carefully controlled program
- evaluation * efforts permit documentation of successful
programs and modification of others.

Historical‘ly, "applied behayior analysis has been equated
with the modification of social behaviors. The emphasis
of behavioral programs, however, has generally been on

altering or eliminating maladaptive behavjors. Recently, -

expanded efforts to identify and teach prosocial behaviors
have been noted. In, this vein, those behaviors which
facilitate an individual's acceptance ' within the
community havg been the focus of concern. ’

Several efforts at identifying and operationally defining
* prosocial behaviors necessary . for success in the
community aré undef®vay (cf. Mithaug & Haring, 1977;
Brown & Gruenewald, Note 2). These efforts will
continue as pyessionals refine ‘techniques to observe
and analyze the dynamics of potential job sites. Efforts
are also underway to develop instructional programs to
teach age-appr ’p_nate presocial behaviors .to the
moderately and” severely retarded {cf. Brown &

Gruenewald, Note 2; Freagon, Note 3}, These programs
. encompass communlty, vocational, domestic and °

recreational aspects of life.

As crucial social behaviors are identified and treatment
programs are initiated, data can he”obtained to evaluate
the effects of these programs not only on the
handicapped, but also on their nonhandicapped peers. For

7
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.

exafnplce, Voeltz (1980) has demonstrated that the mere
" presence of severely retarded students in a regular public

.. schoo} can . have beneficial effects on nonhandlcapped

peers.: ..

. Dedication " to the prmcnﬁie of least restrictive
programming provides the basis for the recdgnmon of the
Crugial~ 1mportanee of systématlcally preparing the
* comrmunity: o ‘accept the moderately and severely

ded as Go-workers, One reason early competitive job
p‘f?&éﬁent efforts. failed was undoubtedly because the
employers "and co-workers wére not prepared and/or not
willing to"cope with the various, problem ociated with
. the inclusion of. handicapped ‘individuals as co-workers. In
order to rectify this situation, the work envirsnment must
be carefully analyzed and a plan must be prépared to
address potential prob]ems ,

e .

-+ The general populace often holds stereotypes of the
characterjstics and*potential of the retarded which are
reflected by the .competitive labok force. * These
stereotypes can be- dispelled -through discussions with
special educators working as community-based trainers
and through me#&ting handicapped persons. Due to a lack
of knawiedge about the capabili ities of the retarded,
interactjons between co-workers rmght become stramed
Nonhandicapped co-workers might reject or. be overly

solicitous towagd the‘*handicapped worker. Both responses .o

‘can have deleterious effects.” The Sommmunity trainer can
act & a model to demonstrate, appropriate methods of
interacting with the handifapped worker. Finally, the
nonhandlcapped worker might exhibit morale problems by
perceiving his or her jgb "demeaned" by the handicapped
wotker ', (Chaffin,” Smith, & Haring, Note &),
' Unfortunately, some people. pay equate mtelllgence with
the -value of-.an mdnv&du&l Thus, they feel that if a -
tetarded person is capable of performing a partlcular job,
then the_job is not worth dojng. Co-workers who feel this,
‘way must be made to understasd the alfference between a
person's wintelligence and his worth as’ A0 individual,
" Ungdérstanding  and acteptmg this distinction implies a
(S . : - )
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’ qu%ﬁcatid‘n in a person's values. Changing these values

_tequires conscientipus. and continued efforts on the’ past .
of the community-baséd,trainer.’ '

- N
. .

Pinally, intrinsic to-the success 6f any vocational training
and  placement program . is the availability "and
accessibility  of a . comprehensive community-based
suppert system, The present’ drcangement, in which many
different agencies, each with its ewn established history -
and guidelines, and .each with,its own jargon and goals,
must be .reorganized and' molded .into & single unified
body. °The: 1977 interagency agréement entered.into.
between the Office ¢f Education and the Rehabilitation
Services, Administration to® 'plan and ‘implement
cooperative, vocational training efforts on behalf of the
. handicapped, "has provided impetus for states to establish
.- systems for jointly providing services to handicapped
students and for encouraging Cooperative activities at the
local level® {Razeghj & Davis, 1979). In addition, the
reorganization which resulted when the Department of
Education was ‘established represents another major step
toward this goal. However, interagency agreements and
reorgénizations  provide -~ onlyg partial  solutions.
Professionals at all levels must work together to improye
the opportunities offered to the handicapped and to as&e
that these, opportunities utilize . the best practices
available and occur in the most natural, least restrictive-

environménts possible. =~ - N

. 4n order to-be successfuily 'r’naint_aine\d in the community, , .~
the handicapped individual ?Equires‘a network of .support

. services ‘for a wide range of community, vocational, .
domestic and recreational néeds {Belrnore & Brown, 1978)." .
For example, the individual may require assistance in
managing his or her personal finances, including social
security ‘and, medicaid payments, budgeting and banking
his or her paycheck or avoiding an unscrupulous business
deal. Similarly, the individual ynay require dssistance in
areas of health care, such as personal hygiene:skills, or °
differentiating between sickness and hedlth. /" These are
but two areas of daily living in which the modefately and

I
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Introduction

severely retarded may require assistance. Wlthout the-
necessary suppoft systems to meet commumty, domestlc_
and recreational needs, the vocational “success of the
individual will be meamngless

Obviously, the needs of the adult retarded are too great
and too complex for one individual or one discipling: to
manage, and, thus, comprehensive systematic planning is
required” to meet these ngeds (Sontag, Burke, & York,
1973; Wehman & McLaughlin, -1980), Special educators
can -contr-lbute to comprehensive service delivery in a
. number of ways. .First, special educators should continue
to develop, evaluate and refine géaectwe and efficient
skill training and behavior management programs, Their °
experience and expertise developed through years of
working with severely handicapped children can be
modified and applied to’ the needs of the older
handlcapped Second, special educators should participate
in 1nterd15c1plmary efforts, towards developing
comprehensive habilitative programs. Both PL 94-142
and PL 93-112 mandate that individual programs be
developed and implemented by planning teams. Hence, all
* disciplines with responsibilities toward the handicapped
must ledrn to work together. A comprehensive servite
delivery system mandates mutual cooperation and mutual |
respect between profess:onals -
Fifally, and perhaps most importantly, special éducébrs
. 'can contribute to a comprehensive servicé delivery
system by developing, , in. conjunction with other
disciplines, a smooth transitian from the public school to
¢ those agencies charged with’ the responsibility of ©
provndihg services tp adult handicapped (Vogedsberg,
Williams, & Friedl, 1980). All too often individual's
. wecords are clos¢éd when he or 3he leaves the public school
system. Thus, adult 'ser vice agencies cannot benefit from
prekus experience, They must start anew--which may
result in a dupl:'catlon in training effort, or, worse, the
repetition of previous unsucéesdful techniques.. By
establishing a twd-way communication link ; between
* public schools dand adult service provnders both parties
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benefit, As stated previously, the adult service provider
* can continue habilitative programs inftiated in the public
school. In addition, the spécial educator receives a more
realistic picture of the actual requirements of a

successful community placement,
v .

4
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History' of \jocational Habilitation of the
Handicapped

_ Cheryi L. Hansen

-

It is often ‘Relpful to:explore one's history for the
perspective that results. The findings of such
explorations can be.used to measure the distance society
has traveled toward providing a full range of services for
the handicapped. They also serve as a reminder of the
distance left to travel. Examination - of our -roots
(vocationally speaking) is useful for identifying successful
and unsuccessful :strategies inténded to enhance
vocational opportumtles for the handicapped. Hopefully,
by studying previous strategies, past mistakes can be -
avoided, Finally, historical - research illuminates the
* struggles of the many brave and daring vocational
predecessors upon whose shoulders we stand today.

The history of vocational hablhtatlon of the handicapped
is shared by many disciplines. Each has contribated to our
present level of progress and to our present problems.
The contributions of vocational education, rehabilitation,
guidance and psychology have been blended with the
accomplishments of special education and ° the
perSeverance of parents._  These three major groyps,
vocational education, spec1al «education &nd parents are
now mandated to work together on behalf 'of the

=L
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" handicapped.  Their mutual interest was officially
recognized when the newly established Department of °
Education combined the areas of vocational rehabilitation
and special education. The ramificatiogs of this union are
as yet unclear; however, increased mutual understanding
may result if the rdots of each discipline are recognized
and appreciated. ]t is hoped that this chapter will
contribute to that understanding. . .

n~

COMMON THREADS

While the history of vocational attention toward the needs
of the handicappel can be traced to ancient Egypt, it is
more commonly believed to have begun in 1784 "when
Valentin Hauy opened a workshop and training school for
the blind in Paris {see Table 1), During the intervening
200 years many things have changed, others have
remained the same, The first workshops served the blind,
later workshops opened for the poor and indlgent. After
the .industrial revolution, interest in rehabilitation
extended to the victims of industrial accidents. Then
came, World War ] and the returning disabled war
veterans, These heroes needed retraining to resume their
proper role in society. It was not unti! the Rehabilitation
Act of 1973, however, that the severely handicapped were
finally recogmzed as members of society capablée of being
other than "inconsequential producers” and deserving -of
vocational training (Laski, 1979).

Regardless of the disability group in question, certain
common threads are apparent in the development of
training programs. All vocational® habilitation “programs
are’ based on the premise that work is good." Work
allows ap individual to be self-sufficient.. It is essential
- for developing a healthy, positive self-concept. It also’
provides a valued social autlet for people. Historically,
. .
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"TABLE 1

LANDMARKS IN vOCATIONAL OPPORTUNITIES

. FOR THE HANDICAPPED -

3508B.C.
1762
1776 A.D,
1784 A.D.
1837 A.D.
19028 A.D.

1915 A.D.
1217 A.D.

1913 A.D.
1920 A.D.
1936 .;A.D.
1938 A.D.

El

1938 A.D. ~

1939 A.D,
1983 A.D,

1952 A.D.
1954 A.D.

1954 A.D.
1965 A.D.

1966 A.D.
1968 AD.
1971 A.D.

1973 A.D.
1976 A.D.

1930 A.D.

Masseurs' Gu:lg_g_ggmlzed in Japan

Rousseau publishes Emile -
America establishes 1ts independence

Valentin Hauy establishes f-lrst school and workshop.for the
blind in Paris

First American Workshop opened by Samuel Gridley Howe 1o
Massachusetts

v°cat:g:al Psychology bqrh as Parson's publishes Choosing a
yacati

Goodwill Industries is es.tablnshed in Brooklyn, New Yotk
Smigh-Hughes Law establlshes the Federal Board of
vocational Education

Smith-Sears Act authorizes vocational rehabmtauon of
disabled veterans

Smith-Fess Act (MNational Rehabilitation Act) extends
rehabilitation to industrial victims

Randolph-Sheppard- Law permits blind to operate vending
stands in Federal buildings

Wagner O'Day Act requires government to purcha.se certain
items from the blind

Faitr Labor Standards Act permits wage and benefit
discrimination against disahled

Social Security Amendments allow sheltered workshops
vocational Amendments expand definition of appropriate
‘rehabilitation services

United Cerebral Palsy establishes workshop in Seattle,
Washington

vocational Amendments authorize funds for workshop
construction

Supreme Court rules on Brown vs. Board og Education
vocaticnal Wehabilitation™ Act Amendments extend
evaluation period

Fair Labor Standards Act Amendments allow Work
Activities Centers ..
Vocational Education Amendments call specua]zrttention' to

the mem%;eta.rded
Wagner O'Day Act amended to extend preferential

treatment to all disabled

Rehabilitation Act revolutionalizes services for handlcapped

Education for All Handicapped Children Act {(PL 9%-142)
=3

Department of Education established. Offices of Special®

Education and Rehabilitation Services joined
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vocational training for the working class was necessary té
develop skills with which they could earn their livelihood.
In contrast, handcrafts and industrial arts were commonly
recommended as a means to promote health for upper
class youth, © . L. . . \
Another common thread lies in the effect of society's
perceptions toward the handicapped.  Ross, (1951)
postulates ‘three major phases in society's perception of
and treatment toward the blind. The first phase, called
"the primitive period” is one in which the disabled are
regarded as pliabiljties; their status is negllglble 4nd
prospects di This phase is followed by "the
humanitarian penod" in which the disabled are granted
the right to live but are considered wards of society,. The
finat ‘phase, "the social _integration period,” occurs when
the disabled are finally regarded as full-fledged members
" of sociéty. Throughout our history it appears that, "only .
the victims of problems for which remedies were known
or ant1c1pated have been treated sympatheticaliy”
“'-(Strauss, in Safilios-Rothschild, 1970, p. 8). As will be
shown, untll very recently the severely handiCapped were
denied vocational habilitation oppor tunities. ‘I‘h,g current »
- trend toward mcreased vocatlonal opportunities for the
handicapped is a’ function™ of changes in- society's
perceptions rather than changes in the capabiht:es of the
handlcapped

Once society percelves the handlcappéd as capable of
contrlbutmg in a meaningful fashion, reasons are found to
support+ efforts in .their behalf. Hence, individuals ~
interested in working with the population emerge and.
monies, first locally, then nationally, are authorized to .
,develop and support trainifig programs. Thege, pPrograms
are usually advocated in the belief that they ethically
proper and economically desirable. .For examyle, one
major argument for vocational refiabilitation has
been to reduce the welfare rolls (SaflIlOS-rROthSChlld
1970). Anderson {[926) advocated industrial 'schools for_
poor children to relieve taxpayers of the burden of
. maintainlng them. Crime reduction is another frequently
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entioned benefit of vocational traini?lg. John Ruskjn, a
I¢ader in the arts and crafts movement in the early 1300's
Js™quoted as saying, "The real and ‘noblest function of
labor xs to prevent crime" (Anderson, 1926, P 126).

Once vocational trammg is determmed ’tp be the right and
proper - actnarn.‘)if for the dlsabjea the search for
appropriate occupations begins. The belief that a proper
match exists between an individual and his or her job is.a
direct result of the credence given to vocationat
.. psychqjogists in the early twentieth century. Educators
believed they could develop scientific,, objective methods
for evaluatmg and predicting vocatlonal aptitudes. They
* took the position that "in the world of human action, we
‘must learn to select the right man, to edycate him and to
fit him to his exact task? %Kelle.l: & Viteles, 1937, p. 292).
Naturally, intelligence was the key, to determxning a
person's best-suited vocation. Unfortunately, intelligence
scores served more often to deny admittance to
occupations rather than to increase opportunities. The
. resultipg | discrimination weighed heavily on the
handicapped. -+ . . - ‘ 3

Sinexs their, m‘t:eptlon, sheltered workshop staff were
charged with responsibility to provide vocational training
for the handicapped. They viewed themmelves as schools
for training, not as employersD Their stated goal was to
prepare their clients for cornpetltwe employment Thus,
- they viewed themselves as interitn facilities which would
aliow clients to develop and practice their skills until they
&mld be placed competitively into employment. This goal
as repeatedly thwarted, and time after time these
workshops became long-term employers Toe L .4

' Early schoolmasters, such as Samuel Gridley Howe, were
overly optimistic. They were gonfidént that their
students need only demonstrate their: mastery of
industrial tasks'fo be accepted by competitive employers

- and to become self-supporting. These beliefs were soon

‘dastied, ,Similarly, in the 1950's, a majority "of sheltered

workshops professed the aim of  helping ,as many as-

e
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possible to return to regular industry despite the fact that
only one workshop out of |1 offered vocatjonal tralning of
othér than an elementary manual character (tenBroek &

. Matson, 1959). Unfortunately, conditions are little
changed today. N

Not only are habilitation goals thwarted, but programs for
the disabled have also continuously suffered from
financial problems throughout their existence. Although.
these problems result from many different factors, one
‘common difficulty has been the workshops' struggle to
accommodate their dual identity. Training programs,for
the disabled, notably workshops, function both as
charitable treatment programs and as businesses. AS,
charities, their first obligation is to the well-being of
their «clients; however, as businegses, théy are committed
to making money.. ‘While ‘not meconcnlable, these™ °
different goals cause administrators a’ great deal ,of
difficulty. Consequently, neither goal is truly attained.
The unfortunate result of the conflict caused by this dual
identity is often detrimental to the clients. Rather than
realize their potential as contributing, full-fledged
members of society, the disabled are once again relegated
to the stance of "wards of society” or "inconsequential
producers LA -~

By far the most:common thread throughout the entire
history of'vocational habilitation is optimism. With the
notable exception of Itard, nearly all previous writers and

~sObservers of the.handicapped have been optimistic. They
all have stated that copditions were much improved ang -

* that the end (i.e., the perfect solution) was neat. |Like
General Westmoreland they teported "light at the ‘end of
the tunnel.® After 200 years.of vocational training for
the handicapped, the light appears to be brighter, but its
nearness should.continue to be questioned. '

L3
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THE PRIMITIVE PERIOD .
e '

]

““The primitive period" of tréatment toward_the severely
handicapped-has extended throughout most of written
history~ Ipdeed, persons with any type of disability were
onsidered liabilities to society. The terms
. d "severely handicapped”, however, have’
. undergon€-a number 8 interpretatidns throughout the
centuries. Prior to the industrial revolution, the standard
4 0of .mental—competency was much lower than' it is
. presently, "Thus, those with mild learning and sensory
. handicaps were not gonsidered a.liability because they
went undetected. The severely handicapped (those who
survived at all} were either hidden or ostracized. A few
obviously handicapped individuals, notably blind persons of
exceptional intelligence, wete accepted ifto society.
Indeed, the blind. population has always had the most
effecj'tive and; potént’iobby of any’ disabiljty group {Lavor,
£980). e . :

Music was the ®arliest occupation available to the blind.
Early Egyptian hieroglyphic symbo depict blind
musicians. In China, the blind were trained as’ fortune
tellers, while in Japan the masseuse guilds were reseived

. for blind persons as early as 850 A.D. (French, 1932).
Even thoughthere have always been individual successes
among blind persons, competence was not attributed to
the blind as a class. - The basic reason was that while the
blind were capable of learning vocational skills; théy Wwere
considered less capable than the sighted. According to °
French (1932), the prevalent attitude wasslyhat the lind ~ -~

My

may be able fo do well, the seeing can do better" (p: 198), "

In 1784 Valentin Hauy established the first school, and
workshop for the blind in Paris. This school, which
preceded Itard's work with the wild boy of Avyron by
about 50 years, was designed to provide skill training with
the goal of competitive employment. Hauy succeeded in
accomplishing the first objective (skil{ training), but not
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the second (competltwe employment) Indeed, many of
the tasks taught. in-Haudy's School have persnsted to the
present day. Fer example, the first jobs taught to girls
" were weaving’ and knitting. woven girths, slippers, socks
and catgut whips.’ Boys learned to weave cane chairs and
make _baskets. ' .
*
A few years later, in ‘1791 Henry Dannet opened the
School of instruction® for. the Indigent Blind in Liverpool,
England {Obefmann, 1945). Training in musit and
mechanical arts was provided. This school was supported
by special coljections-at churches and by the income from
’ the workshOps :

Durmg the runeteenth’ century many” more schools were
established in England, Scotland and Wales. These schools
were primarily intended for the blind and deaf with the
main emphasis on vocational training and workshop
productzon During this ilrn!e some, fmprovements were
noted in the care and training of ‘ mentally retarded,
epileptic, and crippled children and adults. Educators
were beginning to realize that these handicapped persons
could not be expected to'compete in an industrial society
unless they recewed §pécna.i—— education and special
vocational training N

Interest ‘was also. growm’g in provxdmg training for the
« poor and crippled. Leibnitz (1646-1716) advocated trade

schools for those boys pot fitted by nature or intelligente

for,;regular &chools. " Indeed, the’ mdqstr!af revolution was

a major factor in the movement for, school education m

the wdustr’ ies (AnderSon, 1926), .
" in the colonral lfmted States the emphams was on mere’
existence. Co;oms;s had ln:tle time or Inclination to
concern themsulves. with the disabled. Poor Laws,
patterned after thosé.of England, were established. These
laws did not promote- the restoration of the disabled to
producfave worl«%iE _Many communities merely "warned out"
their destitute apd disabled--thereby resolving the
problem by rerfoving it. Mentally ill gnd retarded persons”’




dependem persof’to the h:ghest Bidder, who was free to
extract sych services as the victim was able to give
during the period of retention and suppdpt (Obermann,
1965).

Mentélly retarde::l children in this country weke among the _
lagt 10 be worked with and helped to adjust yocially and
vocationally. Facilities for the care and treatigent of the
retarded were not established in the United $3ates until
the~middle 1800's; however, almost from the beginning the
emphasls in these mstltuﬁons was on vocational ~

habilitation. , .
‘-""—;

« THE HUMANITARIAN PERIOD

-+
\

4

The hzstory of efforts at vocational habilitation. of the
handitapped is 1rrevocably entwined with the history of
sheltered workshops. ‘Workshops were originally intended
to enable .the handicapped to work and to acquire the
benetfits of .work {(Melsop, 1971). The label "sheitered"

- implied - a segregated 'retreat of noncompetitive
employment. Although noncompetitive in nature, -they
were intended to provide short-term rather than long- -
term employment, Indeed early Elizabpthan workhouses
Were deliberately made 'as’ disagreable as possible and
wages \were kept barely above starvation to encourage
.inmates-to leave (tenBroek & Matson, 1959)

‘. v—\ o«

.The- first Arnencan sheltered workshop for the
handxcapped ,was established by Samuel Gridley Howe in »
1837 at the Massachusetts AS{lurn for the Blind (later
known as the Perkins Institute). According to Howe (in
Koestier, 197¢) this "separate Work department" was not

25 31
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established on capitalistic principles. Rather, "it must be
a pecuniary loss at the outset, it is wholly for the benefit
of the individuals who work in it" {p. 209). Typical jobs in
the Perkins workshop included manufacturing mattresses,
cushions, pillows, brushes,\brooms, chair bottofns and
floor maits. . .

While the workshop was viewed as" an alternative to
competitive employment for those clients unable to
secure employment die to lack of jobs, its Major goal was
to place ¢lients into competitive employment. |
Unfortunately, this goal was never realized. WNelson
{1971) cites three reasons for this lack-of success: 1)

ts were not trained in jobs .that industry desired, 2)
the blind could-not adjust to industry without help, and 3)
industry just was not ready to accept blind workers.

- .

Other institutions followed Howe's example. The majority
', of these efforts at establishing' workshops were found in
lunatic asylums and in hospitals such as the Pennsylvania
_Hospital near Philadélphia, where the mentally retarded
cdhtinued to be felegated. In 1845 Amarich Brigham (in
Oberman; 1965), Superintendent of the Utica New York

/Stqte Lunatic Asylum, obser ved that ,

we are of the ppinion that much may be done for
their “(the mentally retarded's}) improvement and
comfort; that many, instead of«being a burden and
expense to the community, may be so improved as
to engage in ’usg_ful employments and support
themselves; and ‘also to participate in the
enjoyments of society {p. 79). .
Education and habilitation of the retarded and otherwise
handicapped was enthusiastically undertaken in the mid-
and late 1800's, spurred undoubtedly by the success and
* enthusiasm of > Seguin and Howe. For gxample, in (893
The Industrial School for Crippled and Deformed Children
was established in Boston as the first American school for
« crippled children, [ The objective -of this -school was to
train clients in the skills necessary for them to mgke a

L
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living. Religious organizations also became involyed in
vocational rehabilitation. These groups, which include St.
Vincent de Paul, Salvation Army, Volunteers of Amerlca,
and Goodwiil Industrles, were essentially interested in
helping the poor and indigent. In recent years, however,
their scope has broadened to include services to persons
with a wide range of handicapping conditions.

Despite these encouraging developments, enthusiasm

diminished and support dwindled as instant cures among

the retarded failed to occur. Pessimism turned to alarm-
as eugenicists began to' release data indicating the ‘moral

degeneracy of the feeble minded. The eugenics

movement, which reached its peak in this country during .
the 1920's, fostered the notion that intelligence is

“hereditary and therefore the attempt to train individuals

with low intelllgence was felt to be useless. Indeed, the

handicapped were called a menace to society--breeders of

criminality and degenetdcy (Davies, 1930). The final

solution to the problem of the handicapped was believed

" to include segregation and Sterillzation. Strange-as it

.may seem, it was during the beginning of this period. that

circumstances were ripe and actlons were underway to

transform the , -retarded ~into  their- current

metamor phosis--as accepted mem!)e'rs of society.

TO"A’RQ SOCIAL INTEGRATION

+

World War 1, the war to end all wars, brought the peOple
of the United States together. The toll extracted by the
war was ‘tremendous, but for the first time in history- it
was not total. Due to advdnces in medical technology and
changing tactics of .modern day warfare, ‘'many men
returned home, men who previously would have died on

* the battlefield. In the spirit of patriotism and as a thank

you to the returning heroes, the Smith-Sears Act for the
[ ’

+
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vocational rehabllltatnon of disabled veterans was passed
in 1918, Although there was no real worlihg relationship.
with sheltered workshops, for the. first time the
government assumed ‘- responsibility” for the vocation
.rehabilitation of the disdbled. This act, along with the
Smith-Hughes Law of 1917 and the National
Rehabilitation Act of - 1920 was the werk of one
man--Senator Hoke Smith.

v e
. Senator-Smith served only seven years in the Senate, but
those years were remarkable for the number of education
bills he sponsored. A staunch friend of voéational
edycation, Smith was responsible.for the gstablishment of
the Federal Board of Vocational . Education and
Rehabilitation-programs for the disebled.. Smith fought-
against established prejudices to" press for his legislation.
An example of these prejudices is the comment of Senator
Sherman of Hlinois: "After a man has reached the perlod
when. he has hardened down into what he is in this world,
" do you think you can make over the broken 1nsfrument
the failure of life? ... Let such failures go to the

-

pooi'house“ (tenBroek & Matson, 1959, p. 164), .

» Early wocanonal rehabilitation workers accepted the

challenge to make over broken instruments. They saw
their job as returning clients to the work force. . They.
abided by hard-headed business principles and selected
and worked with those.individuals ‘with whom there was
the greatest possnblhty of success.’.

Another far-reaching event took place in "1920, when
veterans with service-related disabilities in New York
. City were given preference in securing strategic locations
for ne\irSpaper stands.. Second preference for  these
positions was given to the blind. Thus the precedent of
preferentlal treatment of the disabled was established.

.Interest in and programs for the blind and dlsabied lagged
as the country struggled through the depression years.
Everyone was in‘the same boat. Few well-bodied peOple
and fewer disabied had jobs. Durmg this period, however,
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preferential stfeatment of the disabled was' given .
additiondl” support. The Randolf-Sheppard Law of 1936
gave the blind a monopoly to operate vending stands in
Federal office buildings. The Wagner O'Day Act passed in
1938, and required the government to purchase various
.supply items made by workshops for the blind {the most
frequently produced commodities were brooms and mops).
Thus, a constant source of contract work and a built-in

- national small business for the blind was assured.
Unfortunately for other handicapped persons, usntil 1971,

v when the Wagner O'Day Act was amended, it excluded
non-profit workshops which served mainly sighted workers
and, more importantly, excluded those which served
persons with other types of disabilities.

That same year another piece of,legi'slatioﬁ affecting the
handicapped was passed. That act had deleterious effects
on the employees of sheltered workshops. The Fair Labor
Standards Act of 1938 effectively denied handicapped the
Dbenefits normally accrued by regular workers through
- allowing a partial exemption from the minimurm-wage for
handicapped individuals who were not capable of normal
productivity (U.S. Department of Labor, Note |
Although the reasoning for this exemption was-based on
the belief that workshops' were charitable organizations,
the act has proyed to be immensely unfalr to the
handicapped. . »
The next year, 1939, marked the passage of the Social
Security Amendments. These amendments permitted
training of severely disabled- persons for homebound or
sheltered workshop employment. These programs were to
be operated separately from the regular rehabilitation
services in each state and weré offered only to-those
statés which maintained reasonably adequate programs
for more promising candidates. As a result of the Social
Segurity Amendments, parents became interested In
+ establishing workshops for their mentally retarded adults
living at home. Rehabilitation*workers, however, did not
consider mentally retarded adults to be reasonable
candidates, and excluded them from service. The time
was not ready for social integration, -
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The second world war broke out. Manpower needs were so
severe that many retarded persons were released from
institutions to serve in the armed forces or to work in
factories (Rosen, Clark & Kivitz, 1976). These individuals
belied the notion that the retarded were unsafe to mingle
in society and that they were unsuitable for employment. -

" Once aga‘in, the returning war, veterans proved to be a
boon for all handicapped persons because, "for the first
time (i.e., after World War 1)} thousands of employers
were learning that ability was what they were seeking in
their workegs and that disability need -not be a bar to
successful ormance” (Obermann, 1965, p. 289). A
greatly expanded definition of approgriate rehabilitation
services resultgd from the Vocational Rehabilitation At
Amendments ¢f 1943, Now any services necessary to
render a disabled individoal ® fit to engage in a
remunerative occupation were acceptable.

Treatment of the mentally retarded also improved as a
result of this legislation. For the first time the fnentally
ill and mentally refarded “"could" be accepted as
rehabilitation clients. Previously, these two groups were
excluded .as unsuitable. Postwar years, unfortunately,
found the emphasis in rehabilitation on body counts and
cost effectiveness. The goal was to place the most
persons into the most jobs at the least cost to the public.
The result was a tendency to accept people with simple
rehabilitation problems and to ignore the severely
disabled, including the retarded.

_ On another front, The National Industries for the Blind
(NIB) became increasingly active during the 1940's. The
NIB was originally established to provide technical
assistance_to workshops for the blind (U. S. Department of
Labor, Note 1}. Spurred on by the ideals expressed by the
Wagner O'Day Act and caught up in .the spirit of
patriotism brought on by war, the NIB began to expand,
During this period,’ sheltered workshops solicited jobs
from national chain stores and industrial customers.
Another expansion occurred when door-to-door sales

+

{
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teams were formed to peddle workshop pgoducts. Thus, -

big business was finally coming to the sheltered workshop.
The blind at least, were beginning to be gocially
integrated. Their workshops were beginning to compete
with other factories in the marketplace. Most other
workshops, however, retained the mission(s) of social

service Or charity. Work continued to be considered as -

theérapy for people who could never realistically support
themselves. . ‘

The 1950's wer? relatively quiet; legfslatively speaking.
The only legislation of note occurred in 1954 when the

Fy

Vocational Rehabilitation Act was again amended.” With .

these amendments, federally funded research and
demonstr;iion projects were,authorized. This legislation,
probably more than any other piece of legislation in the
previous 40 years, spurred the growth of workshops for
the mentally retarded. Prior to its passage in 1954, six
workshops for the retarded were operating in the United
States. By 1957, this number had exploded to 108

workshops. In the first ten years following the passage of

the 1954 Amendments, |51 grants were made to programs
for the.mentally retarded (Nelson, 1971).. It must be
noted, however, that these grants only proyided start-up
monies, and it was up t0 the individual states to provide
permanent (albeit partial) support for workshops.

Parents must reéceive the majority of the. credit for

“establishing and administering the first workshops

expressly for the mentally retarded. In the early 1930's,

some parents of the n‘gntally retarded and cerebral
es

_ palsied attempted unsucessfully to enter their children in
vocational education and vocational rehabilitation
programs. Although these programs claimed to help the
handicapped, the parents found that their children were
rejected. Such rejection was not entirely unexpected.
Previously, these parents had banded together to provide
educational programs for their progeny who had been
rejected by the public schools. ° : -

J
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The Vocational Rehabilitation Act was revised in the mid-
forties to permit services to mentally retarded persons by
state rehabilitation agencies; however, little impact was
felt in,workshops. During the 1950's parents ‘organized
programs through their local associa._tiwtarded
Citizens (NARC) and United Cenebral Palsy. groups’
to provide services for their adult handicapped. Many of

these programs eventually developéd into sheltered
. workshops (U, S, Department of Labor, Note 1).

NARC workshops exhibited much greater variability in -
objectives and services, than other workshops, due
primarily to the range of needs evidenced by the mentally
retarded clients for social, recreational and daily living as
well as for vocational training. Because parents operated
many of the early workshops, they were viewed as
extensions of school programs; hence academic and social
skills were emphasized. According to Nelson (1971), "The
purpose of the work was to develop social skills, to
provide recreation, or to occupy-enrolflees when they-were
not being taught needed living skills" (p./ 327).
Unfortunately, this ‘attitude .is still apparent today in
marty workshops and work activity&enters.

. Two additional trends emerged during the 1950's. These
were on-the-job training (OJT) and public school
vocatianal ftraining programs. Although OJT has always
been a part of vocational rehabilitation programs, large
scale use of this technique was not attempted wntil the
late 1950's. The prototype for OJT can be attributed to
Joseph Clunk, who perfectel practical demonstration
method$ for convincing employers to hire blind workers.
during the 1930's (ffoestler, 1976). Clunk used three
techniques. First, demonstrgted that the blind could

- perform certain jobs by forming a cadre of successfully
placed blind workers to be exhibited as "tokens.” This
technique was used previously by Howe to raise money for
his _school at the Perkins Insgitute. The vaudevillian
*s of these side shows were ‘thought to be iess
i rtant than the results. The second technique used by
Clur;k) was to have potential employers simulate blindness

" -
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while completing certain tasks, When the employers
found that they could perform a task while simulatijpg
blindness, they were often more willing to hire the blind.
Clunk's third technique was to provide OJT through trial
placements. In this mstance, he accornpanied the blind ,
person to the job and traified him in the required tasks.
After that person demonstrated success on the job, Clunk
discontinued his assistance and, hopefully, the individual
was hired on a permanent basis.

On-the-job training was applied to the handicapped in the
late 1950's by the Milwaukee Jewish Educational
Vocational Service (JEVS) as the basis of a derfonstration
and eyaluation work expenence program, Other exarnples
of OIT have included training memtally retarded in forest
service and in rnamtenancei-VOrk (Nelson, 1971).

A -second vocational trend for the handicapped was
evident in the public schools in the fifties. By 1960, few
public schools had workshops operated by special-
education programs. Some oOf these weré bootleg
operations in which the class sold products made in-house,
Others, such as the Whittier Shop for Cerebral Ralsied and
the Santa Cruz Shop for the mentally retarded established
" paid workshops in public schools. La Grange Hlinois,
another forerunner of public school interest in workshop
programs, established a workshop operated-by special
cation which provided services t0 students 21 years old
and under (Nelson, 1971). . ,

]

John F. Kennedy brought concern for the proplems of
mental retatdation into the forefront of American
consciousness. Vocational Rehabilitation began
developing special projects and program goals with the
retarded in mind (De&n\_ 1972). The President's
Committee on Employmlent of the Handicapped was
established and the Mental Retardation Facilities and
Community Mental Health Centers Construction Act of
1963 was passed. This act, which was largely due to the
effort of coricerned parents and professionals, provided
federal assistance for establishing shelpered workshops for
mentally retarded persons.

+
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The Voca'uorral Educatron Act of 1963 wgs passed,
followed by the Vocational Education Amendments of
1968. The 1963 Amendments r’eqmred that' at least 10%
of all vocational education money be set aside to include
physically, mentally and emotionally handicapped in
special vocational education programs and .services,
.thereby mandating vocational education for all the
handicapped. -

In 1965, the Vocational Rehabilitation At was amended
once again--furthg¥ benefiting the handicapped. One
result of these,amendments was to extend the evaluation
period for any client to a maximgum ‘of six months and up
to 18 months for diagnostic services. The ultimate result
of these amendments was to Spur. an unprecedented
growth in the quality gnd quantity of sheltered workshops.
Through these amendments, the government also
~ attempted . to influence sheltered workshops 113
concentrate on theif original ‘goals of training for
. competitive employrdent rather than providing long-term
empioyment opportynities {U. S. Department of Labor,
Note 1), . .

Work activities centers-were established a$ a result of the _
Fair- Labor Standards Act Amendments of 1966.- These
amendments also placed a statutory floor”of 50% of the
minimum wage for people in sheltered workshops and a
requiremént for payment of wages commensurate to those
paid nonhandicapped workers in industry. Minimum wage
exemptions, ‘hbwever, were allowed for.those in work
evaluation or training and for clients of work activity,
centers whose physncal or mental impairment was 50
sevefe as to ‘make their productive capacity
© »  Inconsequential. For thé first time, Congress recognized
the need for therapeutic programs for persons with little
productive capacity. Thus a new category of facility, the
Work Activities Center, was established although,
contrary to its title, the center was -intended for
activities--not for work. ‘
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Special attention to the problefis of' the mentally
retarded -were réadily apparent in the provisions of the
1968. Vodational Amendments., A number of modifications .
in services were called for and new servides allowed.
Major provisions included demonstrations of n
techniques and methods, initiation of new services,.
expansion of services to mental!y retarded persons with
special problems, training' of personnel, extension of
services t0 rural and poverty areas and the establishmerit
of specnal facilities and services for diagnosis, treatment
and tralning or care of the mentally petarded. -

Another. r;otable event of 1968 was the establishment of
the Commission on Accreditation of Rehabilitation
Fatilities. This cammission formalized the place of
rehabilitation centers and wo:kshogs ithin t
rehabilitation fieid (Dean, 1972). More importantly,
developed a procedure -for evaluatlng and certifying ,
workshops to ensure that théy comply with all federal and
state statutes and that they provide the highest quallty of -

" services, both vocational *and therapeutic, for workshop *
clients.

Thus, at the close of the 1960's, :when the. civil rights
movement was at its peak and civil disobedience had
_increased among the populace, the government was
heavily committed to workshops for the mentally
setarded. They had assumed responsibility for vocational
habilitation as well as rehabilitation. Thé severely
retarded and those who had been previously. excluded from
?vocatlonal training were now considered acceptable
candidates, Federal money had a three-fold effect on
workshops. *First, many mul.tldlsaplxnary shogs began to
. Serve large numbers of moderately retard Second,
. some workshops for the mentally retarded began fo
expand their admittance gfiteria and accept persons with
other disabilities. Finally, parents were no longer totally w -
responsible for the programs offered in workshops. They
abdicated ijn favor of ofessnonais with 1nd trial and
rehabllitative traxmng " ¥

&
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Then came the Rehabilitation Act of 1973 and more than
50 years of practice in the._rehapilitation field .was

reversed. This -Aet affected the field of vocational _

-rehabilitation as much as PL 94-142 has affected special
education. The major provisions of the Rehabilitatipn Act
73 are as follows:

l. Special emphasis must be placed on serving
* ' and rehabilitating the severely handicapped;

2.° An extensive evaluation of the vocational
potential of persons with severe or snuitiple
handicaps’ must be undegtaken to determine
which program would ‘bést serve their
dlsablhty,

A comprehensive wri rehabilitation plan

must be developed for the client, taking into

account his vocational - potential and his
“ physical and/or mental:limitations;

Intensive efforts must be made to place the

severely  handi¢apped in  remunerative
" positions; and '

Extensive follow-up services must be made

after placement to assure success of

rehabilitation. . 5

“The Rehabilitation Act also contained a provision, Section
504, which has had far-reaching effects. This provision
states: "No otherwise qualified handlcapped individual in
the United States shall, solely by reason of his handicap,

be excluded from the partncnpatlon in, .be deniel the :

benefits of, or be subje’cted to discrimination under any

program or activity receiving federal financial.

assistance", -
4

Thus, with ‘the stroke of a pen, the field of vocatlonal
rehabllltatlon was revolutionalized. ~According to Laski

3 )
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(1979}, "The systematic exclusion of.séverely handicapped
from rehabilitative services on the basis that the e no
vocational potential is as unsupportive as the proposition
that mentally retarded children cannot benefit. from
education” (p. 16). From walting patiently at the end of
the line, the most severely handicapped found themselves
- pushed to ‘the head. The concepts of "susceptibility to
rehabilitation" or "feasibility for rehablhtatxon“ suddenly
were unacceptable as standards for receiving services.

It would not be an exaggeration o’ state that the -
Rehabilitation Act of 1973 has had and will continue to
have "significant implications for improving services to
the mentally retarded" (Brolin, 1976, p. 46). The degree
f 1mpac1: .resulting from thlS act is illustrated by the
increase ih population served in workshops. Between:1968
and-1977, the population of-wurkshops increased by 300%,
Jfrom 39,524 to 156,475 perkons - (Whitehead,. 1979).
Mthough this growth appears impressive, Whitehead
cautions Us to note that work activity centers grew by
614% while regular workshops grew by 84%, Therefore,
the increased opportunities appear to be located in work
activities centers with their emphasis placed on .
.warehousing the "inconsequential producers" rather than
in providing meaningful-vocational fraining activities. )

‘CONCLUDING REMARKS

e,
r

o

'Howe's workshép at the Perkins lnstmﬂ like all other
workshops before and after, was founded” on noble
ptinciples but flﬂmdered on everyday practicalities.
Howe failed to ‘achieve his goal of competitive
employment for the blind not because he did not have the
technology to teach valuable skills and not because his
students did nhot have the capability to learn acceptable
trades.,, Rather, he fatled because he did not provide the
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necesSary support, mechanisms which would have
increased the probabxht r?(khat' his clients would enter and
remaf in cem’petltlv.e enfployment. _
‘I‘hree major "tdctors contributed to the failure of the
workshop at the Perkins Institute a’ccofdmg to tenBroek
and Matsons(1959). | First, the public hid not been
adequately prepared to receive the blind as co-warkers or
employees, Second, no systematic placement methods
“were devised to locate ‘and place clients within industry.
Thigd, thére was -nd attempt tp gauge employment
opportunities and.to train clients for specific jobs. The
inevitable resuit was that the Perkins workshop became a
long-term employment facility. Our fear today is that
despite legislative sypport and public interests the fate of
handicapped clients will ‘be’ similar to that experienced by
Howe's 158-years ago. -Pirhaps we can learn from Samuel
Gridley Howe's rmsfortun sl =

f

According tQ.Oberman (1965)

The , basnc difference between. thg Vocational
Rehabgltatmn Acts of 1935 and 1965 is not the
dlffepence in millions of dollars in appropnatlons, it
is l}dt the différénce ‘in techniques and procedures,
. it.is the differgnce: in the aphbllc and professional
_ attitudes ‘towabds disability s’ .towards the rlghts '
and patentnalmes of dlsabled pefsons p. 266) .

This statemen’t i, equally applicable toﬁéy Sm¢e the °
establishment of the tirst workshops for ‘the blind by, Hayy

in 1784 and since.‘the. first federal legislation for ™ the
vocational hablhtatlon f ‘the disabled.in 1916, a steady -
progressioni has been nated in the publicts acceptance of«
the handi capp;ﬂ 25, fuil-fledged members of society
capable of contributing iri @ meanjaigful fashion. In order , .
to ensuré continued supggrt fors vocational, habilitatign
efforts, the -campalgp o,f publlc educatlon and awareness

must continue. :
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Concurrently, effort mwst continile to be directed toward
developmg and improving models for training and placing
clients in eompetmve jobs. Many professionals are
actively involved in model development A number of
these models are represented in the present volume.

n‘These models, however, must be .coffibined into. a

coemplet ntinium of vocational training activities.
Such a £ontinuum might begin in the public school with
prevocationa} classrooms jntended to teach basic skills.
The next level would be a transitional workshop in which
public school ‘and locaf sheltered workshop professionals
join forces to introduce the handicapped to remunerative
work expenences The third “end fourth levels of the
continuum -would provide for progressively longer ‘work
days and rnqre difficult vocational tasks. Finally, the
client would move to a competitive®employment site and
" the vocational trainer would retain -rhinimal contact
(Hansen, Note 2),; \Through the concept of a vocational
continuum, eachgdwldual would be permitted to receive
. training ih the least resfrictive vocational setting
appropriate and would be allowed to progress at his or her
own mdwldua} te.

The ultimate goal fOr all handlcapped persons should be
competitive employment and econorhic independence
{Whitehead, 1979). This goal can only be achieved through
1dent1fy1ng appropriate skiils for trainlng and through
appropriate trammg opportunities (Mithaug & Haring,
1977)...This is not to advocate a return_to the early
twentieth century concept of "the right man'for the right
job". In contrast, it means that the job market should be
carefully analyzed and compared to the potential skills of
the handicapped individual if\ order to identify those jobs
. Which have the greatest probability of success. In this
manner, the problem of training clients for jobs not
&eded or wanted by 1ndustry can be alleviated.

In conclusion, we can optimistically state that the light at
the end of the tunnel does indeed grow. progressively
brighter. The best advice comes from Rosen, Clark and -
- Kivitz {1976): -

-

39, 43 %
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Each generation painfully confronts and. somehow
copes with ‘the same dilemmas. Previous solutions
no longer seem acceptabie in retrospect.” The
challenge remains, as it has always been, to advance
our -knowledge and wunderstanding of mental
retardation, to encourage. innovative efforts on
behalf of mentally retarded citizens, to distinguish
between useful inpovations and the clever packaging
of older, outworn policies and programs and to
promote human .welfare for the mentally

dicapped no less than we would for any other

itizens {p. 434).
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Vocaﬁic;na.l Pfogramming for the Severe
and Profound in the Public Schools

"t
~AllLynch
Tracy R.A. Singer

-

Public secondary schools in America typically provide
youths with the opportunities to learn skills which wil} be .
useful in their adult lives, Some high school students'may
be preparing for college-level work; others view high
school as a time to learn a useful vocational trade. For
the handicapped learner, acquiring relevant job skills in
high school may be the significant difference between
successful job placement and unemployment.

Yet the schools have not traditionally embraced the
responsibility to provide handicapped students ‘with
appropriate vocational skills, The more severely
handicapped individuals have often been excluded from
public schools altogether on the grounds that they cannot

learn. A recent report by the National Association of the

State Boards of Education (1979} claims that there is a
"perceiVé@d. decline” in handicapped students who are
‘receiving #pecial education. services at the secondary
level and that there are "severe shortages" of teachers
with training in both special education and vocational
education. The report goes on to note that there are
limited .vocational education| programs, serylce delivery
aptions, and funding bases for Yhe handicapped.
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The situation is more hopeful, however, than this report
suggests, First, passage of such key legislation as Public
Law 9%4-142, the 976 VYocatip Education Act
Amendments to Public Law 9%-482, and Section 504 of"
the Rehabilitation Act of 197 armed parents and
other proponents of job training the handicapped with
the legal- power to force the Schools to be more
responsible.  More is being written which advocates
appropriate vocational education for all students in the
public high schools. More federal and state -dollars are
being funneled into research, demonstration, and
personnel preparation programs; results from those
innovatiye programs are being witely !pUbW and
replicited.

'Still, the severely and profoundly handicapped students
have been neglected when talk turns to vocatibnal
education. The belief still persists that these individuals
cannot, learn even the most rudimentary jobs. Yet a
handful of research programs has demonstrated that even
this population can learn simple assembly tasks if the
instructor knows how to arrange the learning environment
to promote acquisition of skills. For instance, Gold {1972)
has demonstrated that severely handicapped persons can
learn’ relatively complex assembly tasks, such as puttlng
together a1 5-piece bicycle brake.

This means that the special educator who works with
severely handicapped young adults in secondary school
job-training programs must have some sophisticated skills.
He or she must be sensitive to real and potential job
opportunities_in the community and must coordinate with
sheltered wo;ishop and other potentlal employers.. He or
she must be‘able to work” with an interdisciplinary
educalional team and must design appropriately
sequended programs for each student leading to eventual
Finally, the teacher mustbe responsible
fiew clients on the job and providing
transitional training and. support to ensure their
adjustment to the workshop.

4 46




Vocational Programming in Public Schools

Much of the research conducted on learning abilities of
the severely and profoundly handicapped has concentrated
on corhmunity-based special programs, often conducted at
the site of the client's eventual placement But there are
a few public school-based program$ in operation which
have successfully prepared the severe and profound for
sheltered workshops and similar employment,

This paper will review the many tasks involved in
operating a school-based prevocational program for the
severely and profoundly handicapped, and then discuss one
mode!l developed at Wilson-Pacific School in Seattle,
Washington,

-

ASSESSMENT

Ass;ssing the Job Market

" The special educator must survey the existing job market

for his or her students and must assess student interests
d abilities before teaching can begin. Two categories

%stessment are cons;dered job and student abilities.

The first step in establlshmg any vocatlonal preparation
program for the severely handicapped is to accurately
assess the placements which will be possible after
training. The teacher should know about present work
sites, the changing job market, and the possibilities of
restructuru)g existing jobs for more severely handicapped
employees,

Graduates of regular vocational education programs are
launched into the job market knowing that their 'skills
have prepared them for a variety of related positions.’
Thus, their teachers need not worry about the exact
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nature of work the students will perform on the job, nor
need they inquire about where that job will be or under
what conditions the work wilt-be performed. Because the
severely haridicapped student l@arns slowly and can be
prepared for only a'limited number.of posiMeris, however,
it is esseéntial that the special eduycation-leacher know
what jobs will exist in the community after training so -
precise skills can be taught.

This khowledge means contacting public and“private
service agencies -to determine exactly what sheltered
workshops or other programs gurrently accept severely
handicapped workers. The t&acher should visit each
potential placement site to discover what work it
performs and what the procedures are for client
placement. He should learn answers to several questions,
including: what entering skills or behaviors are essential
for acceptance .into the program; whether the work is
presently within the learning capabilities of the severely
handicapped; what life skills {e.g., traveling to and from
work, etc. hare necessary, and what amount of supervision
clients receive. . :

. N .

"% Several recent studies have surveyed workshop employers
to discover what they demand of new employees.
Suprisip%l}, the majority of supervisors want clients to

- have good social skills. Grantham (1977) identified 47
basi¢ behaviors required for sutcessful client placement,
including personal, interpersonal, and specific job skills.
The ten most important skills tdentified by employers
were all related to acceptable social behaviors. In fact,
the first® true gecldpational skill was ranked "36th in
importance. - Idble | lists ten behavioral standards

. generally considered to be survival"sRills by workshop
supervisors for sheltered workshop empioyment (Rusch &
Mithaug, 1980). Again, the emphasis is on personal skills
.and good work habits, rather than on specific job-related
functions. ' .

—
With the certain knowledge that sdcial skills must be
developed, the special education teacher can concentrate

03
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- TABLE 1

L
- BEHAVIOR R STANDARDS [N VOCATIONAL SURVIVAL SK
e

SELECTED FOR ENTRY BY 90% OR MORE OF SUPERVISORS

’

Employees Should Be Able To: o

). -Participate in work environments for é-hour pesiods
2. Move safely about the shop by:.
3, - Walking from place to place
b Identifying and avoiding dangerous areas
c., Wearing safe work clothin
Work gontinuously at a job station for 1-2 hour periods .
Learn new tasks when the supervisor explains by modeling
Come to work on an average of 5 times per wesek
Correct work on & task af ter the second correction
Want towork for money/sepse of accomplishment
Understand work routine by not displaying disruptive -behavsor
during routine program changes
Continue work without disruptions when: +
a. Supervisor ks abserving
b. Fellow worker is observing
€. Stranger is observing
Adapt to new work environment_with normal levels of productmty
in 1-5 days and with normal levels of contacts with superviser in

30-60 min tes .
y . &

-~
.

' - v

i

~

. From Vocational Training f‘or Mentally Retarded Adultss A
Behavioral Approach. ‘1980 (p., 113) by F. R. Rusch & D. E.
Mithaug. eprinted with permission from Research Press,
Champalign,,l{..

-
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on discovering e ictly how_ a particular- workshop
" functions, the Kinds- of  tasks performed ‘and the -
supervisor-client ratios. All of these varjables will
influence the secondary school tralmng program.

o
The teacher must monitor changing events 'in" both the
recent literature and-in thee commurfity to ensute that
appropriate . posntlons are available in the months and
years ahead., In’the local cominunity, economig, social
and political factors may force changes in the number of-
workshops ahd the demand for particular occupations,
Involving potentlal employers on. community or .school
task forcgs should provide ‘televant input for designing
new work program3Nor th¥ severely handicapped and help
them see ‘which 3skyls students are already capable of
learmng + Also, ployers with federal government
contracts are obligefl to have affirmative action palicies.
Stereotypes of the/severely, handlcapped are npt easily
dlspelled but the hAumber of - enfployment settings for
them is increasing &s is the varjety of occupations within
+ their reach. N .
B . .
- " . B

Assessing Student Abiljfies -~ .:

Once the specnal education tedgher has - assessed “the
* potential 'jéb rfarket, he or sh@’must attempt to match
those occupations Wlth studprit interests and aptitudes.
Gt be non-verbal or will have"’

Atio” skillS that they cannot

¥o ing vocational; choice, it remains

AL empt tamdiscover what adtivities the

ikes best. » Finding & satisfying vocation is

an¥ for. everyone; like other students,, the .
handlcapped learneér will work better and longer on

enjoyable tasks. Pardrits should also ,be consulted

" regarding their desices tual career of their

_ child,  For exambple, xf%nts stWnuolsly object to

, " training ,for ]amtortal work, then e teachgr should .
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considet~ghat occupatnon as a less successful program
option fér the student. ’

¥ [ ¢

Tof course, student aptit de is of more import than
sstudent ' interest; thus 2 ‘ytudent with severe motor
impairment will not be 3 good candidate for a food
service workey program. Crowner 1977) identified three
. variables that shquld influence assessment: §tudent age,
* , ability, and need. The older the individual, the less time
there will be to provide school-based trammg, hence,
more emphasis is needed of learning pecific 6ccupatlonal

" jobs. The student's ablllty wijl determi the setting im=
which the assessments will occur, w it be in the
home, at school, or ip a workshop B- - Individual
needs wiil &lso dictate the assessment offcome, because a
'student may have behavioral or othen problems which will
impact the eventual, job site. For instance, severe visual
impairment will limit the situations open to a Student

unless adaptations are considered.

One.of the most effectlve ways to determine how 2
student. will perform certain jobs is To~expose him to
several occupations during the assessment phasg. The
\51 plest ndethod is to take the student to workshéps, to

w films and pictures, and to discuss different jobs.
Thls helps the student become aware of options; but since
the student is rarely engaged in trying out the jobs, the
teacher cannot form a judgment about aptitude, only
lnterest. “; -

-
L

Brown, Bgllamy, and Sontag (1971) and Lynch (1979)
advocate ~ public school-based simulated workshops.
Developing such sites in the schools allows studénts to
participate actively in mock on-the-job training. The
téacher can then “observe realistic job behaviors and
_ responses and make informed training decisions. This
~ workshop method may not closeiy simulate real tasks in‘
future-work settings al} the Yime, but it does inform the -
teacher about some general \\‘rork traits and interests,
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. The Educational Team

It is essential to involve parents al';d other professionals in
the education of the severely handicapped. The expertise
of occupational and physical therapists, language

clinicians, social workers, and others is necessary to .

assess the student thofoughly. o The interdisciplinary

educational team will jomtly dec1de what occupations the_

student is best able to learn. The team will also provide
direct dervices to the student and advise the teacher as he
or she programs for learning. Crowner (1977) offers fqur
assessment strategies the-.team should consider! 1)
determine specific activities for the student g0 be utilized
- by all team’ members in their observations; 2) decide
before assessment begins who will collect what
- information to avoid overlap;.3) decide how assessment
informétion will be collected and #) ensure that at least
two team meinbers agre@ on each assessment decision.
JThe team should collect data on gress and fine motor,
language, cognitive and affective domains, and.on stamina
* and medical status. Data should include facts about rate,
endurance, and quality of performance i both a single
situation and across dlfferent situations.

A final word about assessing student skills to determine
training options: vocational training for the severely or
profoundly dicapped adolescent will often lead to
_ sheltered workshop employment. It is, however,
Important to remember that there is wide wariation
ambng even these students, Educators, pargnts and others
must be realistic, yet optimistic about the placements
available to individuals. - )

TN D M
eyl Lo

]

e 2 AT




Vocationa.l Progl"ammi'ng in Public Schools

" ’f sruogm'j—vnocmuumd

- 1.
» * . " K
~ . -

rmed with-a knowledgq%f' the potential job placements

available to students after training, andeith adequate
- information regarding student interests and abilities, the

teacher and other team .members are ready to begin

signing a program to ensure eventual employment. This
%rogram should include an IEP which specifies lopg-term
and short-term objectives, measurement procedures and
anal yseg of lnstructxonal. tasks

. Long-Term Objective
- /\ bl . . -y . L4 -

e

o

Exit skills from, the secondary school program must
coincide with entry. level skills required by w kshops and
other work sites. . For mstance, if 'an assemBly™tine
operation requires the client’to work without a break for
one hour at a time with Ho fngre than one cue to return to
work, then the student's- long-range goals must include
. that behavior. Contm’umg ‘with the example, if the
student can remain seated and on task for no more than
three minutes at a time with several prompts to remain’
working, then the difference betv?een entry- and exit-

level behavior 15 clear, if vast. 7. - .

Another way to define long- range goMocated by
ellamy, Wilson, Alder, and C}arke {1978),. who - suggest
he identification of a 3kill grea, and"a set. of responses A

"which achieve a defined ' furictional “efféct when it .8

= performed in the appropriate situation” (p. 14), Teaching

skill areas such as "mechanicalt fastening with sools"
provides 'the flexibility that training for a Spgci*fic *ob
cannot; thus, a client could use his mechanical fastening
skills in a variety of settings. is ability, in turn, Will
make the client more employable. Figure | ilHustrates the

identification of a single skill area which could form the’:
. basis for a long-range goal..
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. Figure 1t An Ilustration of the World of Work Divided into Skill Areas

.
v -

:.IOTE Adapted from G. T, Bellarhy, D, Wilson, E. Alder, & 3, Clarke. A strategy for
‘ programming vocational skalls for severely handicapped youth. 1978 (p. 27,
Reprinted with permmssion {rom senior author.,
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' Short-Term Objectives  ~

w 1

Once the team has identified the appropriate terminal
skills and behaviors for gach student, it must determine
what relevant tasks must be taught to achieve exit-level
goals. Objectives should relate to specific work skills
(e.g., assembling a pulley), behavioral skills (e.g,, working
for long peériods of time without reinforcement), and
personal skifls {e.g., basic hygjene). The inclusion of
occupational objectives ori- this IEP is the significant
difference .from those written for younger handicapped
children, where social and academic goals generally take
precedence. Again, the older the student (and thus the
less time before schoo!l termination), the more directed
must be teacher efforts to prepare the student
vocationally. ' .

- -~

All IEPs should include iéformation about eiffective
reinforcers which will promote continued suctessful
Iearnin‘g in the classroom and.which can 'ggner‘alize to the
workshop setting. ‘Qften, a token reigforcement gystem is
used, where coins or script can be eXchanged for food or
free time. The schedules of reinforcement must also be
designed so tRat they eventually parallel those in the work
environment. by the fgime the student is ready for
placement. In the classroom, 2 student may be rewarded
after completing one multistep task, such as assembling
six or more sifters, before reinforcement. The frequent
"pay-offs" used' in the classroom to promote acquisition
and proficiency must be modified, reduced and ideally
'elimina}ted. .

.
-
1

Measurement .,
v ' . "
The IEP should include criteria- for attaining each
objective. The special educator ‘must record student
performance data on a regular, preferably daily, basis.

- . -
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- Daily data collection. énsures that the student is not
moved on to the next level task too soon, nor held back
too long. Data tell the teacher when”to, "slice back” a
program that .is not succeeding and when to modify.
ineffective teaching strategies. ‘

* .

. Task Analysis L
L] -'j

The more severely impaired a swdent's learning ability,
the more often the special education teacher must reduce
tasks further into’ subtasks. He or she then teaches each
subtask in a sequence which will lead to acquisition of’the
‘entire skill. The assembly task in Table 2 contains 32
separate activities' which must be performed in a certain
order. The first mbvement is to pick up a bolt; the second
smovement is to@cck up a washer, and so on until the .
assembly is ‘completé and the student ralse\ his or her
hand to have the work checked. In the section on the
Wilson-Pacific School model will be a.description of how
work-related skills are taught. Because most skills taught
to the severely handicapped must be broken down so
finely, it is important to make informed decisions about
prevocational tasks that lead to employment, Constantly
analyzing fasks also helps the teacher find new ways to
teach difficult skills.

" PREPARING THE JOB SITE

In- 1972, a study commissioned by the Department of °
Health, Education, and Welfare reported that existing -
occupational preparation programs for the handicapped
often failed because the environment was not as well
prepared for- the client as the client was for .the job °

bi




TABLE 2

* TASK ANALYSIS OF A 17-PIECE
=]
TRANE HERMATIC ASSEMBLY

Irstructional Cue

Student Resporsse

3 at worlGtation attemﬁng
balt 1o hand

washer in hand

washer on bait

rubber washer in hand
rubber washer on balt
metal cap washer in hand

metal cap on bolt .
hat shaped cover in hand

hat shaped cover on balt
SpeIng in hand

SPEIng mn balt

slotted stermn in hand
siotted stem on balt
stotted stern securd
body in hand

slotted stem-assembly 1n body
body on table |,

wing in hand

wing 1n slot,

steps 13419 repeated

heavy metal plate in hand

heavy metal plate placed
CapIn

threaded stem in hand
threaded stem secure
small cap stem in hole
small cap stem «n hole
thun plate in hand

thin plate in cap

cap assembly on body
Cap assembly secure
linushed product placed

peck up balt
pick up washer

© put washer of balt

pick up rubber washer on bojt

put rubber washer on balt

pick up metal ¢ap washer

it metal cap washer o0 balt flat
si0e down

pick up hat shaped cover R
put hat shaped ower on balt
upsice down

pck 0p sping

place speing on balt ’
pick up slotted stem

place slotted stem on bolt -
ughten slotted stem securély
pick up body

place siotted stem assembly into

body .

phace body on table

puck up wing

place wing in slot thick side out
repeat [3&19 until slow are fdled
pack up heavy metal plate

place metal piate on top of nem
sgseinbly -

pick vp cap

pick up theeaded stem

put stem in hole from battom
pck up amall cap stem

put <ap stem in hole ingide of cap
pick up thin plate

place plate imide of cap mdemed
side down

place cap assembly onto body
+ighten cap assembly onto body
flace finished product in place
repeat sequence

oty

—
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environment, nor were ser¥ices or Eroups outside the
immediate administration of the program adequately
used. i .

The speCial education teacher should maintain contact
with the workshop supervisor through the school year to
monitor changing conditions in the work site which might '
impact on the employability, and hence the training
program, of the secondary student., As the student nears
attainment of his or her goals, the teacher must begin
preparing the job site and the potential supervisor.

. Workshop personnel seldom conduct extensive on-the-job
training of new employees. Table | focuséd on skills that
supervisors consider t important for e into
sheltered workshops, n'Z'ny of which are behawp)ﬁls
Often their supervisor-client rdtios are.too high Ior much
. mch.wdualized attention, therefore, they look for ciients
who enter with certain‘kinds of skills, Thus, the burden
for continuing’ the student's training after job placement
falls invariably on the 4eacher. The teacher should
arrange for, contlnued supervision until the student can
work on tasks as: mdependemly and as qulck.ly as other
workers. Until that tifie, too, the employer will not

remunerate the client, leavmg financial responsibility up
to the school or other agency. ;

Clarke, Greenwood, Abramowitz, and Bellamy (1979)
describe three ob;ectives -for, on-the-job supervision: 1) to
facilitate acquisition of appropriate work skills; 2) to
maximize independent performance; and 3) to monitor
appropriate social and genetal work behaviors of the
client. Either the teacher will be directly involved in the
supervision of the student In the job setting, or he must

direct someone else -- a practicum teacher or aide -~ in~ -

monitoring client performance, . The teacher must
facnlltate the acgeptance of the client on tfie job and help
him or her to function appropnarely . .

Just as data collection in the tlassroom was important to
monitor student progress toward meeting objectives, so




Vocational Programming in Public Schools
. =~ ‘ -
X,
’ - -

‘too is it .essential during this transition phase, The

teacher must have accurate data on client perfprmance in
—order to continue training or to retrain as necessary.

Data collection also tells the teacher when the client is

ready to work independently, without transition staff
supervision.

Wheh the client ‘is ‘working independently, the teacher
should tontinue to maintain. coptact with the workshop
supervisor to, monitor client's performance. At all times,
.- the teacher should be willing and able to re-enter the
»  workshop to provide updated training to the client and
technical assistance to the workshop- supervnsor.
Sometimes the teacher. must be creative in salving
problems. In one case, a profoundly retarded client was
not performing at a satisfactory rate in a sheltered
workshop. The Special education teacher suggested that
the young man's mother send fifty cents in pennies to
work with him each day. These pennies were doled out to |
him throughout the day. This solution cost workshop
staff nothing and took little time, but it intreased: the

client's performance rate and enabled hi ‘Yo meet
production schedules.

N Y THE WILSON-PACIFIC SCHOOL MODEL

- ~

In 1977« the Washington Office of the Superintendent of
Public Instruction and the Seattle School District were
awarded a contract from the Bureau of Education for the
Handicapped (now called the Office of Special Education)
to develop a model school program for. severely and
prof(u.lylﬁ)\tgnd:capped adofescents leadmg to placement
in community workshop ‘and living settings. During the
past three years, the staff have developed a school

. program, coordinated with commuﬁrty agencies, and
begun placing students in the community to continue -

’
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building their skills. Three other school d!Stl"lCtS have
ibegun adapnng the model process.

7

] ".

¥

The Setting -

Y

P
T

The program is housed at Wilson-Pacific Schoot in Seattle,
_-special junior-senior high “school for mentaily
handicapped students. Qe school wing has been assigned
to the" prOgram,(‘Including three - classrooms, . one
production  center, a combination occupational
therapy/physical education roor, a home living class with
kitchen and beds, and a laundry/baihroom complex.
" Each of the three classrooms is divided into activity
areas; each contains a separate "work_area" where-
virtually all the classroom-based prevocational trainifg
takes place, in order to reinforce the difference between.
"work" and "schooi."! The production center is called a
"shop™. for the same reason. The shop is s¢t up as a
.51mulated sheltered workshep, with a variety of tasks and
a supervisor-student ratio of I:10. There are 20 work
- stations -- 16 for assembly and 4-for disassembly -- two
parts and tray storage areas, and a staff work area.’ The
room also contains a small free-time area and a time-out
.area,
The three classrooms are staffed by a master teacher,
two aides, and the part-time services of support
professionals, such as\an occupational therapist, and a
communications disorders specialist.  The production
center manager also has aides. ,To assist in the
community transition, the program has a Community
Liaison Specialist\and a Family Program Specialist. The
~ former is responsibie for coordination with workshops ang
client placementy the latter coordinates with students'
families and hogle living sites within the comnwity.

' B L
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Sunreying- Community Resources

* The Community Liaison Specialist surveyed the Seattle-
King County area to determine what community work
- placements were able and willing to accept severely’
handicapped clients. He identified and contacted 32 sites
such as sheltered workshops {and work activity centers,
and asked each to complete questionnaires which provided
him with information about behavior admission
requirements and administration. Some programs, for.
instance, required clients to have such self-help skills as
toileting; others wanted a certain level of receptive and
expressive language to facilitate training on the job.
Twelve programs were found to be acceptable, for’

placement of program "graduates.'

3 -

Désigning the School Program -
¢ 7

The prevocational curriculum "consisted of four stages of
training: |} specific skills acquisition -- accomplished in
the regular classroom; 2) work habits fraining --conducted
in the production center; 3) on-site trial placement; and 4),
training and final placement --practxced in the. communi ty
work site, In Washington statg » the'Department of Social .
.. and Health Services (DSHS) rovides' funds ot adult (21
: jyears and over) handicapped persons who are emiployed in
shelt‘éred workshops ~and other Vocational settingss,
Therefore, only students 20 and 21 years.bld.are involved
in_thé triaf apd final pfacement leyels of the program:

i F] ”, . »

Each student's school program is a careful. mixture of age- -~
appropriate academic and preacademyic tasks, self-help )
.. and ‘home - lwlng skills, and work-related skill training. ‘.
The followlng six traihing program levels were identifi€d.
Thgﬂ'reﬂect‘ the 1nCrea$1ng Mphaszs on vocatmnal

preparatlon

S

LS,
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4 H kﬁh priority self-care apd communication
Is, . lower priority prevocational
prerequisite skills {in classroom setting).

Prevpcationi training {acquisition)* as
program prigrity (classroam setting).

Participation in vocational production with
Continuing prevocational training (productlon
center and classroom settmgs)

Full participdtion in vocational production
center- with at least two regularly. performed
production jobs (mostly production center,
some- time in classroom).

Trial blacanent in a target facility with
support from Community Liaison staff {in
community setting); and .

Final placement in target facility with follow-
up support (in community setting).

Thus, the movement of students is from basic self-care
and communication training to vocational training within
the school setting, and then to placement in comfmunity
settings for continued training. and final placement.
Younger _students (ages 13-1¢) are less likely to be
involved in levels &, 5, and 6. Older students who are
approaching the end, of their school careers and who will
, soon be eligible for'DSHS funding will receive increased
prevocational fraining.

. ~

- Assessing Students

" »
v

Once the eélhf:ati nal team knev:r.,the tyﬁes of placements
available . for sthdents— after their school program
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terminated,. it. developed a curriculum plan for -each
student to meet the entry requirements of the workshop
setting deemed most appropriate. Each student was
assessed on three measures: the Uniform Performance
Assessment System- {UPAS) (White, Edgar, Haring, 1978),
the Prevocational Assessment and Curriculum Gunde
{(PACG) Mithaug, Mar, & Stewart 1978), and the Progress
Assessment Chart of Social Dgyelopment é A-C)
(Gunzburg, 1973). UPAS is a cuficulum-referenced
assessment instrument which measures preacademic,
gross and fine motor, communication, social, and self-help
. skills; the PACG measures prevocational readiness and
capabilities of the severely handicapped; and the P-A-C is
a tool used by the State of Washington to measure social,
personal, and self-helpskills in DSHS-eligible handicapped
individuals.

-

Placiﬁg Students in the Curriculmn

kY

Most students begin their prevogational training m the
: classroorn, then move jinto the productlon cegter for -
increasing lengths of time as their skills improve. Fifteen
prevocatlonal tasks have been identified as skills actually
perforrned in local sheltéred workshops, or which simulate
certain skills of value in many settings, such as the use of
.a screwdriver. The training procedures utilized in the-
school-based program are adaptations of task design, task-
analysis, and training techmques used by such programs as
the Special Training Program in Eugene, Oregon, and the
Experimental Education Unit in Seattle, Washington. The
procedur§s focus on increasing the student's ability to
perform a complicated task independently. Progress is
measured in terms of percentage of steps (of the task
analysn;) completed without assistance. This information
is recorded on a data’sheet. Level of 'performance (with
assistance, independently, etc.) marked . in the
* appropriate box. Total rrnance on the task is then
graphed on the data sheet itself to provide an easy visual
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- check of the training trend. 'When a student has reached

criteria on a .classroom-based prevocational task (usually
e@ézonsecutixre days at 90% indeperidence or greater),

the sfudent moves into the production center to improve -

work-related bellaviors. ) . ) . ~

AR .ot
. . . .
- ' . 4 . -
Transitioning into Community Settings .

\-\ a

[ } . i 0

a student reaches age 21 -~ when b or stig'must leave
ggblius'chool --.@nd as his or her 'skills increase, more_
time {up to a maximum of two hours per day) will be spent
in the production centér under a supervision rgtio*of 2:20.
At this point, the client is ready for the transition into a
work site. ?w_. - - : o
The educational teamn determines the trial placerient site,
by considering seyeral variables: skills the student

-4 mastered, parents' desires for placement, wor

“at’*the sjte, distarce to the site, Tecept

.. workshop_ staff, amd fundthg copsiderations. ‘
» decision 'is reachedy. th& student's school * grpgram. is

modified so that he.or she is conceiitrating on specific
skills necessary for the move, swch as usihg public
transportation, building an wappropriate %eceptive and
expressive vocabulary, >and, of ¢ receiving
instruction ofi assembling specific prddum&(a\ctured.
at the site. - B

Lol “u
The Community Liaison Specialist and the workshop staff
?agree'to bring the student in to the work sife fqr two
hours a, day, twice.a week. For the next two three
months, the Comunity Liaison Specialist hel e client
-acclimate to the werk routine and eases “Yhe ‘transition
into the eventygal' 30-hour week wusual, in’ sheltered

. workshops i) the afea (6. hours/ ddys per week). If the’
. sclient has problems with any aspect of the job, the

specialist is there to help him fearn to'handle them,’
whether. it-be taki us to work,gstling along’ with

- Q . i LT ] ,‘
J ’ & G .
G . Lynch & Singer y Yy
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fellow w&kers, or increasing the time on task without
) reinforcement. The .specialist al$o helps the workshop
! ’ staff adjust yhe new chent

After, the first three’ maonths the client 1s(generally
working at a level that permlts the- specialist to gradually b
phase out. The supervisor and the ipecnahst decide. when
to make the placement final. Af r that, the specialist
-‘maintains danly contact with the éupervxsor for another
two weeks, after which contact “tapers to weekly. After
three months into the final placement, he may call.or
. .visit periodically, At all times, the Community Liaison
»  ‘Specialist or an ajde is available to answer -supervisor
questions, or to, provide- training .if the client's
performance is unsatisfactory. '

7

-

. Results of the Wilson-Pacific Model

The combination of school~ and workshop-iised, training

has proved, successful in this model "progfam. . In the

school seﬂing, students have acquiréd many basic:
" prevocational skills -and related work hablts Of the 34
. individuals enrolled in ‘the schoof program over the course N
- of the three-year project, all but one made significant
: gairis in the school~related tasks. Approximately 70% of
the students in” the production certer showed measur&ble
,xmprovement in on-task performance

2 By-the end of the project, 12 student.s, had become |

involved’ in the community-based trial placement-~final

" placement -process in geven sites, Two of the students
placed during the first year/did not have the opportunity"
to part:cnpate fully in the’ gchool-based components, but; -
since they. were nearing-age 21, they were accelerated ’

. into trial placements. Oné subsequently ‘failed his trial
‘placement due -.to behavior ‘problems related to
Andependentwuse of Jlic transportation. Two students
who were in trial placements when the project termlnated

are still in the proceii of f;nal placement i
- q " ¥ *
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Conclusion
~

The training techniques (e - task analysis, “schedules of

reinforcement, movement into a "shop" setting, etc)‘
utilized in the sChool program have been successful in
teaching a variety of vocational tasks to séverely

handicapped youths, It is alsd clear that the Educational _:'

y Team approach, surveys of potential community
| placements, and trial placements can be useful processes
. in a joint school-commupity training program. A high
percentage of program graduates are proving successful in
post-school placemerrts

The local schools can meet an important need in the
difficult process of preparing severely handicapped young
people . to perform_ in workshofsettings, The Wilson-
'Pacific School model demonst&s the workability of a
joint “school-community program which enhances the
success of vocational opportunities for the severely
handicapped by developing skills which perrmt clients to
enter ‘programs at_a higher on-the-job training level. The
schools have the expertise in acquisition training and can
create a setting in which many variables can be controlled
as students learn new skills, Close coordination with ~
comrounity placements can ensure that the training
continuurn is unbrokeR as each student moves from the
school into a.job setting. ,The public schools caf and will -
assurne the;r critical role in preparing the most severely
handlcapped students for independent and productive
hves v

o oo '
"

*

" FUTURE DIRECTIONS

- - . '*
Education for .the severely and profoundly handicapped
has been a pnonty for several years. Recently, two
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Requests for Proposals from the Office of Special
Education tave underscored the need for a new
educational emphasis: school and comrhunity agency
cooperation in providing="oldér sayerely. handicapped
youths with the skills they need to fdqction in the least
restri¢tive community environments,

State-level support for school-based vocationd| programs
for the handicapped Js essential in order|to move’
programs out of specidlly-funded federal cat

. Dr. Frank "Brouiilet, State Superintendent Jof Public
, Instruction; indicated his own priorities in a spgéch before
gl:)]/ashington Stafe Congress ‘of .ParengypT#achers, and

dents on May 1, 1980, in Spokane:

I would like to see vocational # education
opportunities in the '80s provided to students with
handicapping conditions, particularly, the 13-21 year’
olds whose " quality of life could be -immensely
+ _improved by independent or semi-independent life
styles, This was mandated by the federal
governmen} under Public Law 94%-142, bt we afe
, slow in responding. It'is a task for the '80s..,.

Yet the following statistics, gathered this springin

Washingtori, reflect a general problem in most states, Of

‘64 districts responding_ to a questionnaire regarding

vocational education services for the handicapped, only- 16

had programs which included the severely handicapped.
Only 21%'of the districts had agreéments with sheltered

workshops, 18% 'eoordinated with the Division of-
Vocational Rehabilitation {part of DSHS); and only 11%

were invalved in Division of Developmental Disabilities

(another DSHS program) cooperative programs..

The need for ,more and better public school vocational
programs for e severély handicapped is clear, In the " °
coming. years, the following three priorities ‘must be
.addressed to ensyje that the schools fulfill their mandate

to prepare ALlWftudents for adult life;
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. First, téachers must be prepared 1o work with severely
handlcapped adolescents to ,prepare them for least
- restrictive cer‘nmumty placements. . Teacher 4raining
courses must “include ¢ informatiop orn how to teach
‘yocational and life skills, how to coordinate - with
community agencies to facilitate clignt transitions, and
how to monitor cllent adjustmeift to adult life in the least
restnctwe environment,
L]

Second the publio schools and community agencies must
build stronger ties to ensure that severely hand"lcapped
students- and their families receive all necessary’ and
appropriate services, Good cooperative relationships will
facilitate *the eventual transition of students into
community settings, while keeping the flow of necessary
services from bogging down in red tape,

Third, the public schools must take a lead role in
establishing orderly and effective transitions for students’
leaving schools and moving into commumr{-based
vocational and home living settjngs. The schools Wre the
primary educators of handicapped children, and "as such
they must bear the primary responsibility for making sure,
that those students are prepared for adult life.

N .
Public  s¢hool vocatlonal traiping for the severely
handicapped is WOrklng in those few programs sponsored
by special grants, It'is time for the effective practices
developed through these model programs ito be widely

. . disséminated and adapted for use in a variety of school

settings, Only then can this vital ar¢a of education for
the handicapped be vigorously- pursued, . .
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The Debilitating Effects of the
Habilitation Process

Sidney M. Lely

™~
\

Each )ear an increasing amount of this country's
_economic and human resources is used to improve
handicapped persons' lives. Recently, particulat notice
has been givén to the problems of the adult han@icapped,
a population which has long been ignored and rejected.
One has only to observe the recent increases in Federal-
and State-supported projects and programs, the'increased
proféssmnal literature in the area and the increases in
presentations at professional conferences to confirm this
interest,  Few question the justification” for this
movemént, Two concerns, however, are voiced; Are these
attempts truly improving . the quality of life for

-

handicapped persons? _and Are the -benefits derived by .,

handicapped persons and by society cost effective? The
answer to both questions is no. If society is truly going to
enhance the. quality of handicapped per’sons' llves, a
complete analysis of the current situation and
recornrnenda;‘lons for xmprovements are essentlal.

Out of the adult handicapped populatlon the moderately
and sevefely retarded have been identified for special
. concern ({i.e., The 1973 ‘Rehabilitation Act,’ Greenleigh
. Associates, 1975; Bellamy, Horner & Inman, 1979;

¥
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Wehran "& McLaughlin, 1980; Rusch & Mithaug, 1980).
The sheltered setting (i.e., sheltered workshops, work
" activity centers, adult activity centers) is most frequently
used to provide programs for this population. - These
programs were designed to provide opportunities. for
handicapped people to develop the job skills and social |
behaviors necessary for entering more normal work
environments. For example, the sheltered workshop,
which services most moderately and severely retarded
people, is defined by the National Association - of
Sheltered Workshops and Homebound Programs (Note 1),
as: . A nonprofit rehabilitation facility utilizing individual
goals, wages, supportive services, and a controlled work
efivironment to help vocationally handicapped persons
achieve or matntain maximum potential as wdrkers.

’ .
Not only do these programs fail in their attempts to
realize maximum vocational potential for the*majority of
their clients, but in many cases, they actually create
debilitating factors, such as new inappropriate behaviors,
which even further hinder the clients. The apparent

failure of many habilitation programs, as evidenced by
their clients' minimal movement to higher Jevel programs’
{Greenleigh Associates, 1975), could result either from
the limited abilities of the clients or from ineffective
programs. Since the moderately and severely retarded
have demonstrated a higher learning potential thare was
previously thought, (Gold, 1972; Bellamy, P®terson, &
Close, 1973), the latter explanation seems most feasible;
the ineffectiveness of these programs extends into the
. areas of evaluation, training, environment, productivity
and organizational structure. :




. Debilitating Effects,
. ‘ »‘ N | | 3 ] ' : ‘
CRITICAL AREAS OF PROGRAM INEFEECTIVENESS

1 . - .

» Evaluation *

. . L]

L .

1

. Prior to-or upon éntrance to the sheltered ?workshob, the
. handicapped person is evaluated to determine his or her

| functioning levels, interests, and vocational strengths and
\ Wweaknesses, The results of this evaluation are used to
suggest the. level of training needed and the most

, - approprifte prograim placemgnt. | Theoretically . and

practically, ‘evaluation is‘ a reasonable and ‘logical

_, apprvach. ‘If the instrumeénts used ‘are”reliable and valid

and, in fact, lead to effective ‘programming, then the

-, evaluation process should bé encouraged. The insttuments

and procedures *currently used to evaluate the vocational

potentid] of moderatély and severely handicapped persons,

" however, have not been proved to be reliable or_yalid;

furthermore, adequate trainirig programs are seldom

provide;j or even available. .

Three categories of tragitional vocational assessment
" instruments are intelligence tests, manual dexterity tests

and work sample tasks. The' effectiveness of these

assessment instruments, however, is c}uestionable. On the

subject of standard tests, Patterson (1964} suggests that:
"In the field of academic achievement we are perhaps
better off than in any other, since the standard tests are
applicable, except where there are specific speech,
“‘reading, or physical defects" (p. {32). When dealing with
moderately and severely retarded pérsons, Patterson's
exceptions include practically the entire population. The
relationship of intelligence test results to job success is
. not clearly established (Appell, Williams, &.Fishell, 1962;
Meadow & Greenspan, 1961; Wagner & Hawver, ,1965)'. In
some casés (Wagner & Hawver, 1965), correlations have
been found between intelligence tests (Stanford-Binet) -
and déxterity tests (O'Connor Finger Dexterity Test) but
none has beén shown to correlate highly with job success.
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indeed, the use of IQ scores to determine program
placement often relegates people to inappropriate
situations. . ‘v

Many available jobs for the retarded worker are in the
‘area .0of" small bench assembly and tests for manual
dexterity are considered impor for job success.
Again, however, the relationship' of m™anual dexterity
alone to work success is questionable, since training and
experience may greatly influence an individual's
performance. As Tiffin (1952) states, "A consideration of
the skills demanded-of the industrial tradesman or skilled
machine operator indicates that the employee usually
succeeds or fails in proportion to his training and general
mechanical comprehension, not in proportion to his basic
dexterity" (p. 126).

Another technique commonly used for vocational
evaluations is the work sample task, in which a number of
standardized work tasks are Used in a test situation to
simulate actual job conditions. What could be a more .
reasonable evaluation of an individual's ability to perform
a task than the task itself?  Unfortunately, this
technique’s procedural limitations c¢an result in
quesyionable validity. Because most rehabilitation.
facilfties do not have the equipment, space, moneypar
staff to provide a wide range of work samples Wr
appropriate rhachinery and equipment, work samples are
often poor or'\inaccurate representations of the actual
work tasks: Although work sample tests provide closer
approximations to normative work situations than other
forms of evaluation, they are still not close enough;
performance on a simulated job may not accurately
predict performance on areal job. - :
T

Patterson (1964), after carefully surveying methods used
to evaluate the vocational potential of mentally retarded
persons, maintained that determining present skills or
abilities is not as critical as providing trdining. Many
persons . who do not demongtrate the desiréd behaviors in a
test situation quickly acquire them during training.

L4
L]
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Moreole{_‘ those persons who have been tested are
generally not* provided with appropriate training
opportunities based on evaluation results. According to -
Patterson, "Too often, diaghosis, assessment or evaluation
is the end, rather than the beginning of the process.
Rather than testing the individual's potential, evaluation
often samples inadequate training" (p. 149).. Evidence to
substantiate Patterson's position is provided by Gold
(Note 2, 1972), Merwin (1973, 1974), and Levy (1975), who
have demonstrated that severely retarded individuals,
“previously  evaluated and deemed capable of
accomplishing only the most menial, simplified tasks, can
learn to perform difficult industrial tasks, ~
. . . . L
The effects of pretraining on evaluation results have been
inadequately explored; the only test which provides
training prior to evaluation is the Vocational Information
and Evaluation Work ‘Samples (VIEWS) test. Since
traditional evaluation efforts have proved unfruitful and
in many cases detrimental to individuals by precluding
them from training, a new approach is not only warranted
but essential. The considerable time and money currently
spent on evaluating the retarded has not clearly resulted
in beneficial change for that population: therefore,
resources need to be reallocated towards activities proved
‘to result in beneficial change (i.e., systematic training). S
Only when evaluation is proved to be advantageous to
handicapped people should its priority be reinstated. Gold
(1972), a strong advocate of this position, states, "No
attempt has been made to make the evaluation period
fruitful to the client in terms of the development of the
skills which are being evaluated. If anything is gained
from the evaluation period, it is usually adjustive in
nature with the clients often spending many hours or days
being nonproductive ahd not learning new skills" {p. 12).

Therefore, Patterson's statement, "There is ho better way
to evaluate ability to do something than a trial at it" {p.
149), must be amended to read, "There is no better way to
evaluate ability to do something than by training for-it."
Evaluation via training is not only more realistic, but
more profitable for the indlvidual and the workshop.

]
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Training

The essence of any program for the handicapped is
education and training. The acquisition of useful and
appropriate skills and behavior is the primary goal of
training, yet few moderately and severely retarded people
receive training c?mmensurate to their potential during
their tenure in sheltered workshops. ' If they are capable
of learmng complex vocational tasks, such as bicycle.
brake a.SSemblles (Gold, 1972), cam sw:tch agsemblies ~
{(Bellamy et al., 1975) and electricc circuit board
assemblies (Levy, 1975), then the question-remains, Why
are they.not being prov1ded ‘With opportunities to attam
these skills? One explanatlon for the lack of training for
complex tasks is that workshops seldom acquire
subcontracts -that demand such highly skilled
performanees (Gold, 1975; Greénleigh Associates, 1973
Pomerantz & Marholnn, 1978). Most workshops
concentrate on-'SImple jobs or low skill level tasks that
‘require minimal t ining. Thus, sophisticated training

procedures requireg for learning cdmplex work tasks are
seldom necessary. *

On. the rare occasions when subcontracts for more
complex work tasks are acquired by sheltered workshops,
the jobs are relegated only to the workers with the
highest skill levels. Clients with lesser abilities are not
allowed to attempt the jobs. This situation is usually
explained by the workshop's immediate production needs,
{(e.g., "The customer wants a shipment by tomorrow”)
andfor by insufficient staff  to train less skilled-
individuals. Many moderate® and severely retarded
ple can learn <complex tasks very qunckly
oximately 90 minutes to learn a bicycle brake

ass (Gold, 1972) and 120 minutes for electric circuit
board assembly (Levy, 1975)] when taught in a one-to-one
situation "using systematic techniques; one-to-one
* training, however, is seldom ;ﬁvﬂ:ad on the basis that
- thére are insufficient professional staff available. Levy
(1978) discovered that sheltered workshop supervisors °
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" spent only 10% of theit total ti ﬁralhmg, Apparently
- workshops do not establish clear training precedures and,
systemg, do not train staff to use them, or do maintain-
1mpleme{1tanon.. -t Lo
'.‘ ,r. L. . B .
éumma‘!y, the complex Work of whih ‘moderately ahd
erely, handicapped persons are capable is seldom
ilable to them. When complex work is available, there
insufficient training and few wWorkshops have ‘well-
defined training tnn“’e";'"—ﬁrocedures and systems for
implementation. The result is that staf&pend little time
training,. Educators have the ability to give Handicapped
© peopler 'skills far beyond thosé they will have ithe
© OpROrtunity to use given the current nature of most
s sheltered workshofs. It. appeags that the technology for
.zrammghas surpassed its appllcatlon. : '@

A second ‘training goal is to provxde .clients with the
aggtopnate -social “and work behaviors necessary for
successiul integration ainto more normalized work .
efivironments. The lack of appropriate behaviors has been
~ described as the most seyere deficit of retarded worl<ers.
The design of “éffective, and efficiert programs to-train
appropnafg work behaviofs requires knowledge about’
normad worker behavior and-about how it diflers from
_ retarded worker behavior! These variabf’s have yet & be- -
, empirically specified..” . It is imperative " ta- conduct -
@& * research to. speclfy approprlate work behaviors and to .
-.  deyelop compatible curriculum ard . training techmques.
..» _Té. -achieve succe{é’ in “this area,. training: staff- ang
researt;hers .cannot gues s what is important to, teach! The
needs.of handicapped people are too great for them te,
waste timeslearhifg nonfunctno;nal behaviors.
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pulatson of sheitered \gorkshops [ coﬁ51dered abnormal-
by society;’ obviously, that is why - they are there.
Attemptmg to teach normal behaviors in. abnorrna.l'
“settings, however, is unrealistic. Handlcapped people
' expected to learn to’act normally without the benefjt’ of
normal populajlongnodels The questlo is, Is it fedsible
- to teach appropriate beha‘ylor skills in a.rf‘ abnormal and
- segregated environment? The level® of jolw success
attained by ex-workshop clients would indicate that the
answgr is no. Attempts to provide handitapped workers
with access to normally behavmg peers i3 essential to the
" successful developrnent of a,ppropnate work skills.

L \ [y
Productivity -
a . . !’ 1
Another . area critical to vocational, sucdess * fot
Randitapped people is job productivity. Cornpetenee is
one aspect. of success; consistenf gquality and rate of-
.performa ce are other$. Yet, one only has to consider the
average of Workshop and activity.center employees
to real;:Ze hat -shel¥ered workshops are not highly
aductive environments. A recent national ‘survey of
eltered,. workshops found that mentally retarded .
w.orkshop employees earned an average of $1,030 pér »
year, and those in work activity centers earned.gply $520 °
peryyear (Greenlelgh Associates, 1375).
- One. reason for glow wr ker _productmty 15 ‘lack “of
. motivation due to the‘type “and quantit’x of tasks fpund in
"w #'shelt gzgd waekshops. ‘THe work is generally slittble and o |
= repefidious,: providing: lnttle stimulys  to workers.
- *Research has shown a strong “relationshtp between task
" (characteristics, worker satisfaction and-production (Levy,
Pomerantz,” & Gold, 1977). " Anotller reason for_ low
# productivity is that few. workshops have sufficient
) quantlt,lles of ‘work to sUstain _contifuous high rates of
production. When thefe is ne need for high production *°
_ rates, wc’kers engage in ofi-task behavior or pretend to 7 -
- . . .' 1

-
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,Jook busy. . Sheltered workshop supervnsors "seldom
. pressure workers or work with them to encourage higher
productivity. In contrast, , ~competent industrial
supervigors spend a majority of their time ‘working with
the lahe staff to encourage higher productivity {Levy,
~~1978). Furthermore, with-no need for Ahlgh productlwty,‘
efficient production dedign is no® encouraged in shéitered
workshops; thus, little effort is extended to design cost-
effective systems or to invest in materials and equipment
. for facilitating higher production.’ The .singular message,
to -everyone in industrial . environments ‘is that their
putpose is production; the singular message to everyone n
sheltered settmgs is that their purpose 15 chanty

A

Under present cnrcumstances, it is difficult fo know
whether low productivity is.a factor of worker limitations
or environmental conditions. Levy (1578) pivided
evidence to md?ate that, for some workers,

4

environmental factor§ are crmcal to productivity. ;In that
study, sheltered wo kshop employees who were deemed.
not \ capable "of .competitive‘ employment ivere,
nevettheless, placed into tompetitive—jobs. Ore worker
. who had riever surpassed~32% productivity in ten years of
-sheltered employment dchieved 62%.after two days on the
job. Withio ten days he reached 100% with an error rate
of less than 0.5%. These data raise’ the question, How -
many other handicapped workers are in similar workshop
snuauons" . , ' .
_In surmmary, condzgons in sheltered worksfops, such as, .- -
simplified tasks,’ limited numbers ' of tasks, poor’
" praduction designs, and staffgndifference to produgtion
ajor contributors to low worker productivity, - N
A ,- . L
f . r

Organizational Stn{cture,

F

. The’ final pragram components t}be discussed are the
N organizational str&ctur\e and the staff. N‘elson (1971)

\' | \ -
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describes a ,dlchotomy that exists, in most sheltered,

_ workshops between the'goal of. hablhtatlng clients and the‘
need f cti For_snany professionals, the two-
orieatations, not c0mgat1bl! Some clients .need-an
unpresSured environment where the.y can learn skills .at .
“their own pacg. In the unpressured se.tting, démands for
high' production raggs are 1napprepr;ate Other clignts
merely need a-job; thelr ‘goal is to earzra hvmg wage.

P -~ ‘ -
A factor that may determm@ the orlentatlon f the
workshop is_the staff's tra.lnmg and background - thelr ) )

training is in the social sciemces, such?®as ‘education,

psychofogy, .or~ social work, -thén the prdductibn

-components of the program will tobably not be fully

develeped. . ,Copversely, if theﬁaﬁ's‘ training is in

business, then the -gocial service_ yrientation will be less
hlghly stressed K C oy oo -

»* \ L

R ) eithera case, it appem that the conflict between staff

orientations mterferes with the’ of effectlvely

preparing handicapped people for mdgre normal lives. If

the inyestazent in sheltered prGgram does not rgsult in .
-the habilitation of bandxca«pped people, alternatives shduld
.be cohsidered ? ch romc expe,ndltures ‘of considerable

financial resources, without reasanable
1mprovement in the quallty of "handiéa pped peoples i es ,
can no longer bé tolerated. It'is extremely difficul
_Change large, well-establishéd, ongoing systemis, but ‘
attempts must be made. The next part of an/"per will
present some altefnatiyes. . h

...".‘ . ._'a

'A‘LTEBN:_RTI;':EQ_;{/ |

Dev:smg and 1mplementm,g solutlons to complex pro ems
can be challenglng ‘Creativity, dedjcationf’ and
perseverance are -required for meaningfyl change.” New
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approaches to vocatjonal programming for handicdpped ,
people must replace well-intended but less effective ones;
if the’quality of thei# lives is to be enhanced. L)
Recently, the Greenleigh Associales (1975) assessed
current practices of sheltered workshops in_the United
. States and recgmmerided alternatives. The suggestions
made in this g'port, such as for. enclaves in private
industry and for governmerit-sponsored businesses, require
a firm commitment from our society and the government
to the rights of the handicapped "to participate in the
labor force. The United Stateks has not yet made that
“commitment, although it is regarded by many as one of
the more progressive and soc1ally conscious nations in the
world. ~Aithout that commitment, Jchange would 'be
dlfflcult if not impossible. . ;
Y A _
Gwen suffncnent governme.ntﬂi support, @ number of
alternatives are su es'ted'“ ?lrst a new organjzational .
struc controlled by one- central governmental agency
needs to be established. ‘This agency would financially
support and monitor the integrity of programs under its
jurisdiction., Four separate programs under the. central.
. agency would provide direct services to handicapped
adults....These, programs would be responsible for: 1)
evaluation, 2) competitive employment, 3} controlled
" work environments, and 4) alternatives to sverk. Each
program " would have " clearly .defined rotes  and
résponsibilities for carrylng out service to handlcé‘lpped

.péople., .

v

Eva!ua_thn

Clients initially feferred ‘for adult serv:ces would enter a -
regional  diagnostic evaluation Center = staffed by
" professional 8valuators. At this. center an evaluator could
" determine the .«lient's current functioning lével and
ygational training ne{eds in order to determine the best
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initigl program for each individual.  Affer. mmai
L e jon, ®ach individual would be¥ecommended fot one -
—oi—t-he—thm other program options.. The-risk that an,
,.1mproper praee\ ent might occur would still exxst, but the
probability of ) that event would decrease. - Beyond
, evaluating clients, the center- staff would be” actively
involved” in research to improve existing evaluation
procedures and to develop v:w ones, -

.

* +

Competitive Employment

1t is becoming clear that the’ best placé to train an
individual for-a competitive job is at the employment site
(Levy, }1978; Wehman, Hill, & Koehler; 1979). . The

- conditions of that site gannot be accurately rep!:cated in

artificial settings. refore,” one program option would
use competltwe indusfrial settlngs. ) ) P

\
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* because” o,i insufficient training and sup
Many problems . ‘Which occur on the joB eould- be easily
resolved if they are’treated immediatély. I they are not
immediately dedlt with, they cap deterjorate into major
problems, resulting in termmatwn of the employeea., A’
Trainer-Advocate {T-A) model can be employed to train

. the handicapped worker on the job and to resolve
problems as they occur, thus increasing the probability of
successtul placement (Levy, 1978).* An objective of, the
‘model- is for the’ T-A gradually’ to remove himself, or
herself as' regular. jab. supgr¥isors begin to assume ,
managernent responsibilities. : This model, empjoyed it
many pacts of the country, has prowad to be an effective
and economical ,way of placmg people in competitiver
employment .

o, vy AT
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Other models, such as the buddy system aﬁd worker ’
ericlaves, ¢ould be employed, depending on the ‘clientele,
. available staff and particular situations. With the buddy

Y - ) E




.

system, a nonhandicapped employee works alongside a’
handicapped pergon and serves as a model and trainer for
the ‘handicapped tworker In the enclave model, a group of
handicapped people works as a unit in an mdustrial setting
with professional supervnsion, the handxcapped worker
experiencés a normal work situation in a manner *which
does t threaten him or her and. the other
nonhandicapped employees. Hopetully, as enclavé
warkers, become more profitlent they will, have the
opportumty to transfer to the regular work force,

-
5

‘I‘o mal<e competitlve employment a feasible large-scale
option, ,the government has to provide - employer
incentives. - To date, a few demonstration programs
. document the feasibility of successful job-placement of
elhents When the demonstration stage evolves to large-
scale’ placements in the work force, industry might
,become’ resistant. Empioyess | -rmght find having large-
groups of handicapped people in their work fotce
unacceptable.. The fact is that the high current and
predicted rates of unemg,loyment in this country might _
“decrease” the need for handicapped people in the labor
force. Nevetheless, if legislation mandates and provides
-incentives for Rusinesses to accommodate handicapped
workers; then. their acceptance as full- fledged merrrbers
{ the work force should be facilitated.

* -
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Ope. form of empkoyer incentive would be to. providé on- .
“ ‘the-job trainiAg funds during the .initial training period.

e “Another incentive would be to provide wage subsidies for
‘individuals who do not meet production standards. If
.'.\, .employers are not required to withstand the cost of
trammg, hiring the handicapped should be more attractive,
to'them. The benefits to handlcapped people, such as
h&vmg the opportunity to work in a normalized setting, .
:feellng useful and earning a decent lzvmg, are self-
evxdent The benefits recelved "by society through
fed(ICmg financial dependency, 1mprov1ng human lives,
Creatifg mpre taXpayers should more than offset the
po\tennal risks of paying illegitimate tralmr:g}ubswles

~ '*'
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Loritrolled Work Environment

rs

An alterpative for those not presently ready for
competitive employment would¥be the tontralled work
environment. The centrolled work environment would be
established with the sole purpose of providing a'place of
employment for ?landlcapped people, with work potential
and interest. These shops would be operated’as busmesses
where people Jvould engage in work and be pajid at least
the minimum wage. Long-term contracts would be .
obtaiped from governmental or private sources. The
legislation to enable this to occur has already been

. approved by Congress with the pdssage of the Wagner
.O'Day Act in 1938 and more recently 'with the Javits-

Wagner O'Day Act in 1971,

presently found at 'most sheltered workshdps. More.

The.work would be at higher levels of comg{exity than .
complex work should 1ncrease‘the challenge to ernployees

worklng with empl-oyee‘s, would serve.as good worker
fnodels.  Production systems would be designed to
maximize, productnvnty _ Training would be available, but .
only in the context of the wofk task; that is, the specific
jobs and the relevant appropriate behaviors would receive
attention. Professionally trained Support personnel would
consult with line staff on specmc behavior or learning .
problems. Thus work, not training, would be the workshop
goal.. It is apredlcted that through providing a genuine,
productlve business environment, where employees engage
in meanirigful remunerative work, higher levels « of
appropriate client behaviors and skllls wlll naturally

. emerge.
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An Alternative To Work

* '
'

R N

serve those persons who are either presently 1ncapablé of
“work or who choese not to engage in work. Not everyone .
can or shouid be involvéd in remunerative .work. Some
“people have so many deficits and require programming in
so many. areas that work may not be a first priority for
.them. Others may chogse not to 'spend their time working
ang would' receive nonvocational skzll trammg and
experience. For Qhis group, a prégram emphasizing
independent living, self-help, and recreano;ral«San’ls would
. be’ approprlate Participants would be subsidized with.a
disability pension. Should their imterest and priorities
change such that a wvocational direction seems more
apprepriate, they could: transfer to a controlled work
environment or competitive employment '

p -
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CONCLUSION

-
-

The present system of services for the moderagety and-
severely retarded is inefficient, ineffective, costly, and,
in faet, debmtatmg to those it is intended to help,
Seldom do the moderately and severely retarded acquire ~
the skills necessary for meaningful participation in the
Jaborforce.” The poteptial of many of these individuals to
orce has been demonstrated. Yet the |
at potential has produced little chahge m -
the® current, service delivery system. The failure of
handlcapped pe ople to realize their vocational potential
rxbu ed to the systems through which they
re?:%a nces for these systefs frequently weinforce
individdals -t splay inappropridte behaviors. Indeed,
they often acqu re’ new inappropriate behaviors as they
participaté in- ippesentiy existing vocational Programs.
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- The resulting effect is one of debilitation rather than
habilitation.

_A substantial change is not only warranted, but required.
The alternatives suggested hére " Present their own
problems. if these suggestions stimulate focussed .
discussion,-however,'a new concensus could evolve, one
which would construct a more effective service system
for handicapped citizens. Certainly improving the quality
of handicapped peoples' lives will require that we find and |

' employ better strategies for service delivery in the future
than those we have employed in the past.
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Commumty Based Vocatlohal Training
and Placement fori.he Severely. .
Handicapped = .

eith H. Larson’ . . (
Lwn P. Edwards . b

In order to provide an exarnple of a reliable cornrnumty--
based traifing model for the severefy hahdh:apped this
_chapter ~will focus upon the Portland Staté Unjversity , " . -
Vocational Careers Modgd ..Thi$ model i$ based on the -
recognmon that succes3ful management qf' cdommunity .
training requires a rlgld structure -of. control and .data
. collection, a structure in which all decisions  affqcting the
program and its clients are dnrect,ed toward, and in which
“~all trainer efforts are evaluatéd exptdz o, r.'ornrnunlty
« vocational placement. Two premises p’redlcate the. adel:
1) a severely handicapped perg’on witl have a “better
quality of life if he or she cgn work depend'ently
. alongside nophandicapped waorkers'in & community setting
and @¢raining for sg,ch placement is best a\c:gpllshed on

y

actual community job sites rather than \in sheltered
setrtings. "These premises derive from+ personal
experignce and convictions of the authors, who have éach’
been involyed in work experience’ programs for the
handi'cappeg sthce 1963, as well as from the convictions, of
others who"have also«valued the influences. of reality on
.the trammg of the severely. handlcapped ,
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Among those who have agreed that community training
‘and -placement are desirable and effective, Soptag and
Smith- (1978) stressed as a federal government goal the
opportumty for the severely handicapped to live to their
maximum productive potential. Brown, Wilcox, Sontag,
Vincent, Dodd, -and Gruenwald. (1977} emphasized the
responsibility of all educators to develop and implement -
educational delivery systems that maximize the
opportunities of the severely handicapped to learn the
necessary skills for full partlc:patlon in heterogeneous
adult communmes

’\lthough Bellamy, and Snyder (197¢) and Gold (1974} have
clearly demonstrated the availability of in3tructional
technology for teaching severely handicapped individuals
vseful and productive vocational tasks, PomerantZ and
" Marholian (1977) surveyed the literature and pointed out
that most sheltesed workshop programs, fail to do any
proge essive trammg or to.make job placement efforts in
" the ommumty A 1972 HEW (Note 1) report Indicated
threey major problems found among vocational programs;
theselprograms 1) failed to prepare the environment for
students as well as they.prepared the students for the
environment, 2) failed to take advantage of, -or solicit
assistance fg_q_m services or groups outside the program
* administration, and 3) failed to assure the relevance of
program cdn;ent to the job market.

b Pointin é to problems of another kind, Wolfensberger

(1972) Voiced ‘geneial dissatisfaction with the diagnostic
‘ prOCedureS for the severely handlcapped He stated, "The.
" notion of utilizing the, initial performance of severely
hanc]'qapped yOung adujts on evaluation devices for the

» ‘purpose of judging their feasxblllty for future employment

is ridiculous. The population is useful for occupational
success if. they have appropriate tralning, appropriate
management techniques and are assigned appropnate
" tasks" (p. 7{) Mdreover, he pronounced that "Diagnosis is
quite often a dead end, frequently resulting in a
frustratmg series of referrals instead of leadmg to,

: meanxngful as&gnmbnt Diagnostic serv;ces are oft

9"&’
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overdeveloped in comparlsoh to other available resources"'

(p. 71). Ngqt only diagnostic, but assessment procedures
oo have come under scrutiny. BRellamy, Peterson, and-’
lose (1975), for example, question assessment use thus:

Many of the innovations in services for'the severely
"handicapped have resulted from attempts to serve
individuals who have been previously excluded
because of poor assessment results, It would seem
more appropriate to find a service procedure
through which severely handicapped might be servdd
rather than attempting. assessment procedures
aimed at finding particular individuals fOr partlcular
3 vocational actmtles.(p. 175) -

.-

In addition to problems 'with diagnostic and assessment
procedures, fxnanc:al contingencies , which reward

‘nonpiacement of " clients ‘ also impede " community-based

training efforts and community pilacement. Many
programs that purport to provide community. vocational
pldcement and to promote client independence often
exhibit contradlctory actions because of these financial
contmgencnes A client, for example, is usually assessed
by a sheltered workshop for as long as an assessMent fee
is being paid; similarly, the time deemed necessary for
work ad]ustment training is apt to coincide precisely with
the time for which funding is available. Furthermore, the
workers in sheltered’ f/orkshOps -or activity centers with:
the best production reputations are not easily released }Or

_ community-based training or ]ob placement,

In order to -,mmgate these idengified. impediments to
community job placement, the Vocational Careers Model
is'designed to complement and support such placement.
Within this model, a structure ,has been established in
which all program and client decisions sSupport a
community, vocational goal and all trainer efforts are
evaluated against the specific activities which lead most
efficiently to that goal. The model features five
components, each of which --addresses the problems
outlined above: 1] cormmunity-based training eaj:)erience
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for clients, 2) clearly stated tralner responsibi)ities,
including weekly reporting of individual professional
performsnce, 3) extensive environmental preparation to.
assure long-term support of clients; 4} minimal
prevocational assessment and training, and J) use of
proven instructional methods fot the severely handicapped
(e.g., task analysis, prescriptive teaching and behaviof
modification), The structure of ‘the Vocational Careers
Model is indicated in the Flow Chart {Figure 1); the.
arrows in this chart demonstrate the interrelatedness of
all client activities., Very little of the model is
sequential rather, the model is designed to immerse the
client into the realities of a community vocational site as
rapidly as possible and to draw training priorities from the
‘client's Specnflc on-site needs. .

. Since three manuals, Assessment, Management, and
‘Training, are. availabie from the tocational Careers

. Model, the discussion which follows -will. be limited to 1)
1llustrat1ng how a trainer works with a single client, 2)
explaining the purpose of each of the model components,
3) identifying management problems and_ solttions, and #)
piesenting data summari@s to indicate typical amounts of
.training effort needed for clients and trainers in order for
“clients to. reach independent employment status.

-

INDIVIDUAL TRAINING ACTIVITIE._S

The . Vocational Careers Model employs a .community-
trainer who typically works with seven to ten different
.clients at a time. A resource room or home base is
provided for clients: when they ate not involved .in a
community activity. The resource room activities listed
. on Figure | could be offered in a classroom, an, activity
center or a sheltered workshop. A trainer's activigies,
which are directed towards the goal of independent
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F1gure 1: AFlow. Chart oi Major Actwmes in the
Corhmumty Based Training Model |
‘ i
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employment, follow a defined sequence. As the follemg
steps indicate, there are cqntributing activities which
must be carried out and non-contributing activities wh1ch
must be avonded . S
L] F
‘I‘he f-ll"St step in secunng employment js to locate
potehtlal job sites, The 'trainer considers the current
economic conditions of the -.community .and lists several
job sites of interest to a specific client .which offer a
s variety .of tasks to learn. The - trainer conticts the-
employers at these job sites and asks if a7vistt-might be,
arranged. During the visit, the trainer views the -setting.
not only in terms. of jobs as they are cugrent)y structured,
but 'in ‘terms of tasks which might be regrouped for the
client's particular skill level.  After. five .ot six
explorations at different sites{ the- trainer refurns to
whichevér site interests the client, offers the greatest
. potential for' the client's successfuT periormanCe ang:l ha’s
the qgotentlal for providing a paid posmon, .

- .
‘




*

The second step occurs when thé trainer contacts an,
employer apd asks permissfpn to use the site for short-
term training. The trainer indicates to the émployer that
he or she will be present at all times so that the client
will not require any supervision from the.employer's own
staff.» As, soon as the employer grants permission, the
trainer brings-the client to the job site, werks side-by-side
with the client,,and observes which tasks or parts of tasks
the client completes with minimal instructjon and which
require rore instruction. The trainer then task-analyzes
the latter and writes instructional programs. - Since
initially the trainer and client are .on the job site for only
part of the day, the traines usually borrows production
* materials to use for task sirulation in the resodrcé room.

" In addition, the trainer teaches the client how to use
public transportation every morning and night and
‘provides, additional opportunities for mobility instruction
when the client is not at the job site.

Finally, the trajﬁer works with his or her client to develop
and improve thdse specific behaviors and skills-needed at
the specific job site. The ‘trainer does not expgct
previously learned skills, or behaviors to be -generalizéd
and to take the client successful on this job, In -
summary, he or she makes certain that the client learns
all work tasks, social behaviors and travel skills for

success on the intended job site. .

1

So that nothing in ‘the setting ?:reates problems for the
client, the trainer does not only work with the client
while.at the job site;"he or she works as hard to prepare
the, job environment as to prepare.the client. The trainer
makes certain that the other employees understand the
training process and that everyone involved at a decision-
makihg leve;}:s' informed of, all training stages. The

immediate jop supervisor, other rTnagement people,
persohnel, ‘office staff and parents or guardians ‘are all
encouraged to support the client. The trainer reinforces
cooperative attitudes and develops understanding -and
skill§ ,on the part of fellgw employees to work more
effectively with the client o thg job, in the lunchroom or

1




+» Community-Based Vocational Training

-

on coffee breaks. * The _trainer makes certain that the
primary hiring authority is aware of all the skills gained
by the client and how the client's productlon compares to
_ that of the regular workers. ’ .-

3
»

When . the _client becornes well, kriown to the employer,
well accepted by fellow’ employees, and demonstrates an
ability to perform the required work, the trainer.is in the
most  favorablg position. to  discuss  permanent
: employment. Permanent ‘employment should be 1) for a
" reduced number of .hours a day, 2) on selected tasks the
client has mastered and 3) under employment conditions
' attractive to'the employer (e.g., a tax credit is available
which effectively reduces -the pay rate to the employer
-*without reducing the client's pay). - The trainer -always
guarantees his or her continued assistance after
placement, . . ) '
Thus, an Jdeal situation has occurred for. obtalmng a
positive response from an employer. First, from the job
exploration, the trainer already knows there is a potential
employment” opportupity. Set;ond ‘the employer and
“employees have had an opportunity to observe the client
working at ‘an acceptable level of performance. And
third, . everyone has come to know the client as an
lndmdual :

Im summary, some of the actions taken in thls community-
based vocatxona.l training effort are;

1, 'i’he trainer dlrected his or her effé’rts to

| e, specifi¢ activities. Only those activities that

: . * Wwhuld, immediately - and effectively lead" to

.COrnrn'umty job placement for the client were,

emphasnze.d

-+
3

~FL specmc job tralmng site was selected
“jgintly by the trainer and the client based on a
’potal view of the job environment, not just the
s,pemfnc job tasks. The trainer looked -at the
.potential for job placement with a concern for

log
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the realities of the marketplace, the specific
jbb tasks to be structured and taught in.order

* to- constitute a full- or part-time position, and,
the job environment's potential ability to
sustain ‘a severely handjcapped -persgh as an
employee, The -trainer allowed the client to
help make the, site’ selection based on his or
her own 1ter1a {e.g., the lunchrbom was nice,
the other workers were fnendly, or the people
wore nice uniforms).

The trainer .provided instruction primarily at
the site’ wheré the client was to survive

.'independently and drew all of the training
priorities from the specific néeds idgntified at
that site.

1
The trainer prepared the enviropment as
effectively-as the client was prepajed.

The specific social behaviors deemed most
mportant  for survival among. fellow
enfiployees becarne priority skills for the ciient

. to learn,

Actions not taken by the trainer 'mclude:

"

l.  The trainer did not 80, to an employer alone,

* and illustrate the plight of the mentally
.retarded with words or a slide show. .
T

. The trajner did not spend 16 weeks with the
client in prevocational assessment. Neither
did the trainer establish job stations in a

classroom setting and attempt to draw .
conciusions about a client's interests based on
those tasks. The trainer recognized that job
tasks may contributé little to the job's
desirability to the client. ‘
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3. The trainer did not request copies ‘of thé
client’s performance on the Wechsler
Intelligence Scale for Adults or other meaures
of intelligence to make judgments about his or
her ability to master certain work tasks.

The ‘trainer overlooked six months of
prevocationa} training on tasks indicated by
some "expert" .as potentially useful for -all
severely]éndlcapped clients. ’

The trainer did not task-analyze every phase,
.'of the job the client was to perform prior to
bringing the client to the site. Rather, each
task was modeled for-the client and he or she
was allowed to attempt the task.- Task
analyses were prepared amnd instruction was
provided only for those tasks which were
problematic for the clxent

The above actlor§, taken and not taken by the trainet and
his or her client, accomplished effncnently the placement
" of a severely handncapped adult ipto a community
- vocational setting with northandicapped persons.

. x

MODEL COMPONENTS

The Vocational Careers Model components will be
described briefly in the order if which trainers report
their activities on the Weekly Agenda and Effort Tally
Sheet (Flgure 2). Client activities do not necessarily
occur in this sequence, as was indicated in Figure |,
Further discussion of the Weekly Agenda will be provided
ip the section on management problems and solutions.

L]

1ug
N




" 1. Cliefit Search.  As indicated previously, the proces?’
of lo }ing clients is different for each agency adopting

_ this_fngidel. Clients may be referred by school districts,
vocatfnal rehabilitation agencies or parents.

,ﬂfhent Screening.  Client screening mmally includes
Iéa ering available data concerning individual clients and
/- l1'_|zfet1ng with -those clients and others who share
¢ responsibility for them. The model does not require that
any particular behaviors or skill levels exist at admission.
7 While all clients thus far have been able to feed, toilet
and dress themselves, expetience with the model 1nd1cates
that, given sufficient time and appropriate jobssite
devejopment, most handicapped aduits can be successfully
placed (even those for whom vocational placemedt is
commonly deemed unfeasible).
3. Client Assessment. A Vocational Careers Assessment
Manual is used'to obtain data on client performance and
behavior relevant to vocational success in a ¢ommunity
work setting. Data are criferion referenced to determiné
appropriate intervention levels in a try/help/try again
educational sequence. -
This manual gives an overview of several skill areas often
related %0, vocational success for ;he s€verely
handicapped, provides a_vehicle for planning instruction,
and serves as the first step of an Individual Educational
Plan for use with parents or surrogate parents. It istobe
emphasized that any 4vEiRisg priorities established
through the findings of' the ‘initial assessment procedure
are of a lower priority .than training needs identified
through a client's performance on a specific community
long-term .training site or on a job placement. site.
Clients are not required to learn a particalar set of -
prevocationalsskills prior to placement at a community
job site. Cominunity training sites are sought for a client
even if that client has not achieved competency on any Yof
the assessment 1tems.

-

Loy




Figure 23 Weekly Agenda and Effort fa.!ly Sheet
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Client Search®

(CS) /4 (PA) . - (CS)it (KH) _

Client Screening

{CS) 1-1/bv (CS)" T €Sy (sn

(CS) 3/uv PA)

PW) 1t PA)

(W) Ihr Assessment (PA) : - 7

Classroom Prevocation Programs”® 7
PW)kI Vol-3BO-3 _ : ﬂ);l_m_znﬂ_s—
- ‘

EWEl Vol3MW-2 . . PWX2_Vol.1 DC-2

®W)r2 Vor2 DG-2 (Pwil vol-3FF-3
PW)8 Vol-6WG-8 " . PWhI VelI'KK-1 -

L

2First set of (nitials)s staff member
t = number of felephone calls
v = number of visits ..~

Second set of (initials} = client

The tirst example reads as follows: -
(S‘taﬁ) taught | program, ¥ol (Voluntetrs) taugm 3 programs, (cl:ent)
. has 3 pfograms cifrently available s e
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5. “Classroom Programs Simulating Training Site Tasks
EW)-1_ Vol-1 MV-1 PWh1 Vol-| DC-|
®W)-1 Vol-2DR:} @W)-5. Vol.1 WG]

— - . .
~ L)

Travé] 'l'ra'in.ing
{CS) 3-3/4v WG (WL) év FF

" (CS) StTri-Met Public . (WL) 6 1/2vBO -
Transportatipn . - =T

Lo. \group/trainiigk

. .. S
7. -Employer Contacts--Training Materfals
LI
{CS)'lv American Cander " (PW) 2t American Cancer
SocTeRy — ~—Society -

(PW) 2t Boaneville Power (WL} Ivdntel Electronics
Adminstration ) Co. {private corporation)

[ LI

8. - Employer Contacts—Long-Term Training Sites .

. s
~ {CS) Jt Portland Recycling -3G - (WL) 1t Health and Physical .
Education Department
g . at Portland State
__University -BO

]

{C5% 5t Health and Phyiscal (BW) 1t Sonic -MEW (stereo
—__Educalion Depar iment manufacturing)*
—_ al Portland State - -
OnIvesity -FE/RK - PW) It Portland State -

- University Food Service
¥ -MEW

=
- W]

. AWL) 1/2v Mother's' Deli -DC , Pw) ltﬂgn-dine Dormitory +DR
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9% " Long-Term On-Site Tra.i.n:ing Ss:sidm

(Cs)iv Portiand State. . (WL)I\"PONI clReE:ycling
University roog 3 .MWE -

—SETVICE.-B - .
N Ll
{PW) 15c’Ondine Ddrinitory -DR* (WL} Iv Portlarid State ** ©
, ; =+ Univaggity Food Servige -BO

PW) Is¢ Health and Physical (WL) uzv gmw_ .
Education Department
a1 Portland State
Umvermy -DR *

rs

4

Empioyer Contacts--Job E_:q:loraum . ®

v - (CS) It Portland Motor " IWLNt Ad Mail -B] =
v Hotel =JG - {advertising commx!

{CS}it, iv Balliwick ‘ {WL)It Ma.nnings_-geslaurant
, Motel -DG ] . {-BO}

(CS) - 1/2v, 3t Hilton VL) It, Iv, 2L Holladay Park
= Hotel -FF ) : Hospita] -DG .

vy .
-,

M. Employef CmtacB—-Job Placemu:t Training

(Cs) (#\' Pay 'nSave :-DC *  ~ (WL)2t Wiison H;g 55!300]
. : - Kitchen -G

{CS) Zvémnéville Power ~B)" . ﬁl.z'!t Inte] -MW . K ;
-2 {CS) Iv Red Lion Motél Hotel ] ‘i) llt Sonic MW . ‘
- DG v c. . e A

(wWL) 2t Teitronix -BO I .7 D) év [r;tel MW

(efectronic company)
P \

[

* Job Placement Training,Sessiohs

’ cs) 2-3;’%‘\! Pay'n Save -DC K {WL) 3v Hilton -FF '
(CSH 1-1/2v 200 -KK - ‘ (WL) 3v Red Lion -DG

{Cs) lhr making holder Ior
training program
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Other (various support services)  ° N
(cS) 2heé statfing ' (PW) 1.1/2 hrs prachiates >
LWL i/2 hes oraduates
(CS) 1t Meptal Health Divisen ®w) 11 Special Dlympics :

(CS) thr graduate students (WL) 2hrs staffing

-

(Pw) 2rs stalfing (WL) It Rortland Habilitatien

“®PW) 3 Regional'®Program for (WL) 1t Department of Vocational
e Déal v ; ftation B

®W) 1t Bilt Cardweil-Blind (WL) 2t journal writing article .-
Tommmission . )

1 -
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4. Cladsroom Prevocational Programs. ° Thé resource
center provides a coordination point for all cliept
activities., In the Vocational Careers Model, a ‘client is
always fully involved, either in the community or in direct
instructional prograins related to skills and behaviors - _
required on a current or anticipated community job site or 't
at a paid task. A major goal of the resource room is to
increase a client's work tolerance and attention.to task,
#nd  these . take . précedence over -task "content.,
Reinforcement with -money may begin with nickels for a
few minutes on task {which may immediately be:spent+for
food.gr drink) followed by increasingly longer “delays of
payment. Training goals can be most easily kept ih focus

F|_<>.‘ L m
[ . L T
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_with volunteer tasks {e.g:, sorting and counting materjals
for the ‘American Cahcer Society) where funds for
remunerating clients are raised from local foundatidns or
serviCe organizations.” Contract work without dglivery
pressure can serve'd similar purpose. .-

5, Classroom Programs Simulating Training Site Tasks.
Simulation programs may bé developed to réplicate any
community skill needed by a client. Eor=eXample,
distinguishing the number five bus from the number two
or seveti bus exemplifies a simulation program to assist
travel*training., Similarly, folding towels.in_the resource.
. room simulates an initial laundry training site. By using
classroom simulations of work tasks, clients can recei
additional training on specific problematic tas
components. o ’ o,
6.  Trayel Tralning.  Each client is provided the
opportunity to learn how to move independently from his
or her home to the resource room or-job site, using public
transportation or walking. Instructional programs may
include both actudl’ route practice programs as well as
simulation program$ with polaroid prints or slides showing
lafidmarks, traffic or personal conduci and safety rules..
Each program is specific to the actual community travel
needs of the clients. : T
7. Employer Contacts: Training Materials. -A trainer
occasionally requests . production , materials from
community job sites prier to conducting a job exploration.
The purpose of this activity is to familiarize the client
with the materials, and not for general instruction.
8. Employer Contacts: Long-Term Training Sites. Several
community job sites are sought to provide initial
community wofK experiences not necessarily considered
to be potential placement sites. These sites must be
highly flexible because a tralner and client need a place
where‘,shor& work sessions, low pfoduction, low quality of
_ work and inappropriate behaviors do hot upset the
empioyer or other nonhandicapped employees. This site
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analysns may be done independently by a tramer,aor as a -
result of an exploration. -

9. Long-Term On-Site Training Sessions. Long-term
training sites are wused to provide community job
placement experiences for clients. The skills required can
be rinimal (e.g., sorting or folding), and the initial time '
involvement can be for as little as one hour a day. After
training begins, all job-site and resourcé room
instructional programs and training efforts- become
focused only on those skills and behaviors which will aliow
the client to survive independently at that specific site.
One-to-one training stzperymon is necessary ingtially at
the’ site, with a final stagé of supervision requﬂ‘ing only ’
.spot checks. This type of community experience is
maintained with ingteased client time on that job training
site or other sites until a job placgment expermnce
begins. - ¢ ,
10. E.mployeré;ontacts: Job Exploration.  The purpose
of job exploration is-threéfdld: 1) to allow the client to
observe a varlet,y of .jobs ,jn* the community and to
participate in the selection of a site, 2) to allow the
trainer to assess the ]ob-placement potential of particular -
jobsites, and 3) to allow the trainer to evaluate and train
the client in appropriate community social behaviors. It
is important toravoid determining a, client's vocational
interest by Hipiting him to,work samples from an unseen
site, for worlgtasks in themsélves are often insignificant
. and sometimes irrelevant variables in determining job
desirability. Job exploration further provides the
opportunity for,J:he employer and other employees to
become acquainted with a severely handicapped individual
in an unpressured, situation. :

t1. . Employer Contacts: Job Placement Training. - The

trainer may return to a commumty business site and
* discuss a particular task (not necessarily for a currently
structured job) which the trainer can use one or two hours
a day to train a client. Examples of actual client jobs in
the Vocational Careers Model include: labeling prices and

11
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* stocking shelves in a variety store; sorting and packaging
in.an electronics manufacturing plant, washing dishes in a
‘respaurant; washing and foiding laundry in a motel, folding
~sheets jn a laundry, cleaning ocoms in a retirement home,
completing custodial tasks in Ihotel employe¢, locker and
lounge aréa, and cleaning reStaurant flxtures nd refilling
'condnments a.f_te; hours.
W .
Site éh@ractez*lstncs contnbuhng to succesgful placement
obv;ously yar)& with each client, but -&-few generalizations
can be_ madé. Job sites where the work task itself
conszstently cues ¥ork are best for clients with a record
~ of deviant behaviors {e «8s,. having dishe cormng steadily
“from' a large dishwagher, rather than having a group of
tables to clean), Jab sites with low gtaff turnover are
preferable since developing a Supportive environment is as
important as/training the ¢lient. Thys; excessive worker
‘turnover can defeat placement efforts. Job sites: where
the task meaningfully contribytes tg the facility’s overall
. ‘operation are alsd preferable.. For/example, a client who
‘js the ondy shéeetsfolder in a hotél laundry is perceived
more posntnvely by co-workers #nd Mmanagement than a
clnent who is one of ten sheet fojders.
/ 1 nl
The cornrnumty trainer only contaofs ernployees regardmg
clients who have been prévnous visitors. . Therefore, the
client is somewhat familiar to the prospective employer,
In addition, the cémmunity trainer guarantees to- provide
total supérvision of and instrdction ‘for the client. The
“employee is informred that, the Vocational Careers Model
is responsible'* for. the/*’cltent's 'salary and insurance
coverdge during training. . .

Job Placement Training Sesslons.  Training occuss
after a community/job site has been approved by the
trainer andy to the.degree possible, by the client. The
trainer works with the client demonstrating the job and’
. observing his or/her performance. After severab work
"sessions, the trainer task-analyzes' and writes specific
instructional programs only for those tasks which the
,client has demo'nstrated dlfflculty in learnmg through
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modeling, The ir.amer dlso makes a careful review of. the
“g}wxronrnent and. . develops mstructlo al " programs for
dealing appropnately with uque job-site characteristics.
These' programs’ r!:lay include how to -interact with a*
particular fellowy employee, use the” vending machine in
the luipch room or tell time correctly. Where appropnate,
vocatipndl tasks from the job site are, simulated in the
resoupce room .to allow additional practice.  All
instructional priorities are dic.tated by the needs of a
specific job site, Thereiore, .during job. placement
trainipg sessions, the .trainet has four .goals: 1) to
demenstrate the client's ability- to leatn job tasks and
appropriate job-related behaviors, 2) to, increase the
. client's rate and quality bf -performance on job tasks and
" behatiors, 3) to show the employees and supervisors
appropriate instructional intepactions with the client and
4) to make_certain that "all ¢nvironmental contingencies
.. controlling hiring decisions are as favorable and positive
" as possible for the client. .

The trainer's additional responsibility is to help the

employer consider all possxble optnons for the client's
emfployment. These options might include restructuring a
job. to encompass fewer tasks, arranging a part-time job
.or establishing a shared posmon. Many possible job
structures can avail a severely handicapped individual the
opportumty to travél indepéndently to a work. site, to
display’ successfully fearned work tasks, to work alo%side
,nonhandj.capped supportiye co-workers, to take lunch and-
coffee breaks in a socialsetting, and to become partially
- or Iotally financially self-supportmg .
13. Parent Contacts, * Frequent parent or guardian
contacts establish consistency in training efforts at home
afid work arié maintain stpport for the agreed-upon client
goals« " All summary data, such-.as client training
experiences, work experiences and work references from
employers should be shared with the parerts so that they
can be the clients' long-term ‘advocates.
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Four major .fhanagement problems “of COmmumty-based
traming must be solved to avoid trainer’ frustration and -
excessive paperwork. Thest "problems are estabij shlng, .
commumty vocational contacts, maintaining efficient
informé&tion exchange « and ‘data recording systems, .
recognizing staff effort and. developing a method for'
_summarlizing overall project effort, " RN

A pPogram must n"laintain, throu?’apprdpriate letters and
certificates * of award,  'its “established community’
vocational contacts. The management, structure must
avoid overlap of, contacts and insure recognmon of
cooperatxve comrrmmty members. ﬁllmg in blanks on a
form,, signing or adapting a standard .letter, ¢r making
employer contact notes or a p;eprfnted file card are all
examples of efficient ways to. maintain_the record-
keeping and public relations .efforts necessary to.

community-based, training. .
Staff ‘communication and data re‘cording must 7-be
coordinated with various staff members -active in the
same business commhm;y for the benefit of the same
client. An efficient information exchange and data
réecording system must be devised, or. time spelyt in
m’eetmgs and recording data may exceed time spent with
clients. ~ A tightly structured Weekly Agenda and Effort
Tally Sheet (Figure 2) and’Community Vocational Trainjng
Staff Effort Summary (Figure 3) for trainers serves three
purpdses: 1) to control discussion at meetings to,a single’
basic component area at a time, 2) to rapidly summarize &
- v trainer's efforts in each component ‘area, and 3) to recofd.
different.types of services afforded to individual cliefits..
As trdiners report their efforts in each compenent atea,
other trainees seek expanded information ort an itery only
if it is needed.. As indicated on the Community
Vocational Training Staff Effort Summary (Figlre '3),
‘arb!trary time allotments abre assngned to fx\!e- mmon
LY * . -
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activities, Trainers simply tally the actjvities and the
client involved). and, record the appropriate time.
atlotments, thereby avoiding cumbersome time keeping.
s .
Reguiar recognmon must be made of all areas of a
trainer's professional efforts leading to vocational
. placement and not only of final 'case closure.
Unquestionably, vocational training and placement of
severely handlcapped clients is time consuming.” The
community trainer can easily become frustrated and feel
urirewarded if the only indication of approprxate
professignal effort is a final case closure when a client is
placed on a paid position. To reduce staff frustration, the
Vocational Careers Model recognizes and rewards trainers
for, working on all training activites crycial to vocational
placement for the severely.‘handncapped The process
encourages cgoperative efforts by recognizing all trainers'
+ + contributions to a sucq.essful pl.acement .
The Community Vpcamqnal TrQInlng Staff Effort
Summary shown in F?l\gu‘i'e 3 provndes a vehicle to obsetve
,,.,easuy and direct staff agt vitiesa. This summary serves
-1¢ three purposes: 1) to” provide a #isual summary of
& _individual and total staff effort in each management
- component, 2} to reasily fadilitate program evaluation
through an .interpreted visual representation anld to show’
which components -were ovefly emphasjzed or neglected
and 3} to allow a sufilciently accurate summary of weekiy

efforts on which to base future staﬁ direction.
A

Sample Data Sﬁmmafigs . .o~

% e .
Suprportlrf information for®those interested jn adoPthg

_ »“The voeational Careers Model is provided in Table 1.
this figure, data for two clients are displayed to 1llustrate
typical staff efforts necessary to complete the
tralnlng/placement process Also shown in this figure are
data representing .two.staff member's efforts a!:ross all

f +
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model components for a 14-week period. These ééita
illustrate the time- and cost-effectiveness of cornmunr.;y-
. based training efforts. . I

- 3
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Client A was hired after ‘388 hours of staff ef_t’g‘rt. The
largest percentage of staff time was expe"hded‘m job
placement tralning sessions (39%), prevocational’ programs
in which the resource room was used to, prowde
community support activities (25%) and travel training
(16%). Client B was accepted for employment after only

275 hours of staff effort ully 100 hours less than Client

A). Client B was involved in more job placement training
(32%) and prevocational programs (26%) for the same
percentage of time expended by Client A. In contrast,
' however, Client B required less time for travel training.

The data are illustrative of typical time expendﬁtures for
clients in the Vocatlonal Careers Model. - It must be
noted, however, that due to the heterogenity of, the
-clients and the job' sites, generalizations must be
cautiously rendered. For example, the amount of tralmng

, time for bus travel may be related more t? job &nd’home
cli

location and transfers involved than to a client's learning
"rates  Similarly, the amount of time expended on job
placement training sessions might be a function of the
‘demands inherent in the work ‘environment, rather than a
reflection of the client’s ability to handle the job itself.

Columns 3 and & jmr Table | itemize 'the total efforts of
two staff members over a_ l4-week period. These data _
+ contrast the }‘éSpOl‘lSlbllltleS of a staff member involved in
community activities with one responsible_ for community
support activities completed in the resource rbom. AS
can be seen by examining these data, the resource room
‘tralner devotes a considerable percentage°of time to
prevocational programs afd task simulations, while the
commumty trainer 1s.mostly involved with job placement
contacts, work training .sessions and travel tralning
- ms;ruction.
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The{s'; data should be viéwed only as potential trainer
costs, not as the minimum hours of experience necessary
for a client to-attain permanent empioyment. Indeed, no
data are available and no costs are incutred for.much
client training which occurs after initial independence is
established and the trainer leaves. A‘ significant
advantage of a community-based training model is the
support available from sources other than project staff:
For example, volunteers can carry out instructional
programs written by professionals. Alternately, the bus
driver and a few fellow passengers can. model appropriate
social behaviors even with a nonverbal <lient. In addition,
nonhandicapped co-workers can provide "free” modeling
Jnstruction of apgpropriate social behaviors, at coffee-
breaks and at {unch periods. Co~workers also prowde free
instruction through thejr Jperformances as consistently
appropriate work models. Such opportunities for utilizing
the service of co-workers and volupteers to promote
‘5% ning of appropriate behaviors are not available in
eltered workshops or activity ¢enters. .

CONCLUSION

L]

L] . .

*r .
L]

Severely Handicapped individuals are often viewed by
vocational rehabilitation ?rmce persormel as unsuitable
for any type of vocational placement. These individuals
can, however, be successfully trained and placed as
Independent community workers. Eleven of 16 Elients in
the Vocational Careers Model Program are now employed
in private business or industry. The daily life expegiences
of these individuals include independent travel to and
from work and social interactions with nonhandicapped
co-workers.  Moreover, they all, are earning self-
supporting incomes. In summary, ' these clients have
achieved a’ quality of life not available‘in institutions, in
tybical acfivity centers or in sheltered W!orkshops.




TABLE 1
SUMMARY DATA FORM?

il

Client Time Staff Effort
In Training Over |4 Weels

' Rﬁourcg Room .
Client A Client B " Trainer Commumity Trainer
. . \ . ; - . .

-

Hours % Total Hours % Total Hours % Total l-lour; % Total
- ]

—r——

i.  Chent Search + L0 * 4.0 2.0 5.0 1.0 4.0 1.0
2, -Chent Screening 2.0 2.0 1.0 . 107

i -
3. Chiént Assessment 40" 2.0 4.0

4% Prevocationgt Programs 720 26,0 38.0 -

3. Task Simulation Programs 13.0 5.0 9.0

6. Travel Training ) 19.0 8,0
. -

PAFullToxt Provided by ERIC




Emplo;fer Contacts--
Training Materials

Employer Contacts--
Long-Term Sites

a.F-Terrrl On-Slte
ning Sessions

Employer Contacts--Job i .
Exploration . - .0 1.0

L]

1, Emplnyer Contacts--Job .
Placement Training -* K . .. 20 1.0

12. Job Placement Traumng . . : .
* Sessions . 0 . 2 i.0 -

13.' Parent Contacts 0 W0, . 5o 23,0 3.0
15, Other, : 30 L - 1590 290

Total Hours _ 388,0 L2750 5530

N [ .
a Hours and percents were rounded off; therefore a total of percents ina column may exceed 100%

b

f
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The suc?cess gf ‘this model is due in large part -to the
management $ystem developed in which relevant data can

be efficiently’ reported and shared, This * system
facilitates decisions on clients', programs, remforcement
and direction of trainers' efforts, and weekly monitoring
of total staff effort. .

The Vocational Mode! is-beiig successfully replicated by a

metropolitan school district as a component of their

program for 17-21-year-old severely' handicapped.. In

addition, the Oregon Vocational Rehabiliation Servicesf
agency is applying for federal funds to support.’
continuation of the program and to provide inservice

traumng to agency counselors. = Any program currently

serving severely handicapped ‘adults can adopt this

community-based training ‘'model using-current staff. The
model can also be structured as a separate _service.

Whatever the application, a major impact will occur in

the lives of those served. Training activities become

immediately practical and no longer include inaccurate

guesses about the unknown or underestimated vocational

. potential of clients. Rather, training objectives are

jestablished for a real site, at a real job, in a real .
environment, with peopie from the real world, where

every handicapped person has a right to become a

. participating member.
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Issues in Corﬂmunity-Ba_sed .Vocatién'al
. Programming: lnstitutionalijzatioq
" of Staff -

Sandra Alpér
-dJoseph S. Alper
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The ability of seyerely handic3pped persops to learn
complex vocational ®“tasks through applied behavior
analysis training techniques has been repeatedly
demonstrated (Bellamy, 1976; Bellamy, Horner, & Inman, .
1979; Gold," 1973, 1976; Rusch & Mithaug, [980). Still,
most severely handicapped adolescents and adults remain
unemployed. Where employment opportunities for these
individuals exist, they are largely limited to sheitered
workshops and work activity centers (Greenleigh
Associates, 1975), rather than occurring in more
normalized and” econoniically rewarding  work
environmersts, ‘ '

' .

There are several factors which may contribute to this
state of affairs. One.might be the deficit of severely
handicapped " workers in communication, functional
academic, and social skill requisites of working in the
community (Wehman, 1976; Wehman & Bates, 1978). .
pk hile it is true that severely handicapped individuals have
nificant skifl deficitsy béhavioral training protocols to
remediate thése ,de:[icl,ts ‘are available.  These skill
deficits need no longer be seen as a major obstacle to
community placement. T

R P

*
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A second contributing factor is the lack of-a systematic
process for implej:;\enting community-based vopcational
training and placement. Although there has been strong
sypport in the litérature (e.g., Sontag, Smith, & Certo,
1977 Woliensherger, 1972), from  professional
organizations .g., - The Association- for Severely
Handicapped, 1979), and legislation (e.g.; PL 94-142) for
the phil f training severely handicapped persons in
s, much less emphasis has been placed on

‘delineating procedures fov staff implementation of- such
rograms. Recently, federa.L_gg%ing agencies have bégun
0. suppoct-~programs which are potential models for
facilitPting the transition from institution to community. -

r

A third contributing factor may , be the
"institutionalization” of staff. This term refers to the
development of expectations and behaviors in staff which
" serve to maintain the -institutional environment rather
than the Iindependent. functioning of residents. This
_ gsituation arises because the institution may provide an
environment as protective of staff as of residents. This
protective environment.'may foster and maintain passive
resistance to ‘chmrhunity-based programs. Among the
characteristics of institutional staff which have been
notedare” tendencies to be protective of and to hold low
expectations for residents, to maintain the status quo,and
. to, avoid active participation in comnfunity-based
activities (Fairweather, Sanders & - Tprnatzky, 1974
Schulman, 1980). + These behaviors constitute staff
institutionalization and present a primary obstacle to the

deinstitutionalization of severely handicapped persons.

The institutionalizatién of staff may be vithed as a result N
of a mutual interaction among environmental factors,
_personal needs and béliefs, and behaviors of staff,
institutional administrators, residents and membets of the
community. This view represents an application of the
principle of reciprocal determinism (Bandura, 1977b;
19782 From this perspective, psychosocial functioning
involves a 6 continuous, reciprocal interplay -  between
environmental, behavioral and cognitive factors.. Within »

L)
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the current dlscussngn of staff, behavnoral factors inciude
the--oyert behdviofs which constitute resistance to the.
demstntutlonahzation process, . Environmental factors
inc¢lyde the institutional organization, the residents and
commumty’ +. Personal factoss inciude the individual
‘cogmtu:ms,r belnefs and. néeds of staﬁ 4
The rec::procal‘ nature of ‘these influences is reflected in
the view ‘that the environmental conditions which
influence behavior are partly a resuit of the actions of
individuals within, the environment. The outcomes of
these l;ghavnors affect individual beliefs and expectations.
Changes " in ~ beliefs and expectatnons subsequently
influence behavior. For instance, consider the example of
a staff-member who may hold"an expectation for success ™~
in placing a resident in a community work setting. The
staff member amay put more effort into the
deinstitutionalizatiop process and. may. exhibit greater
perseverence ‘when frustrated..  The community may
nd with gredter acceptance of the resident and the
go ils of normalization. This- change in the community
environment . reinforces the. staff member's positive
expectancies. The overt behavioral consequence may be
greater effort ‘exhiBited by the staff member. In. this
example, there is a network of reciprocal positive
feedback between thé staff member and the commumty
which facilitates attitudinal . and behavioral changes
favoring normalization.
4 An addntgonal component of this reciprocal determinism is
the mutusl influence between personal characteristics of
. ‘1nd1v1duals, separate from'their beliefs and expectations,
- ‘hnd enviroriment. Physical characteristics, social roles
" and social ‘$tatus may produce-varying ‘environmental
reactions whlctl, in turn, may affect -self-concept.
Subsequent*beﬁa.mor of the individual may mamtaln or
- change theoenylmpmental reaction.

Seeking to ¥ttribute causal,priority to these influences i+
" impossible becayse of the continuous reciprocal nature of
their interrelationships (Bandura, 1978). . The specmc
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effects of altering any one aspect of this dynamic
interchange must be empirically determined. The primary
goal of the present paper is to describe some of the
factors ihvolved I the reciprocal’ determinism between
personal factors of staff and their environment which
constitute resistance to community-based programming.’
» Another goal is to suggest some modes of intervention

with staff which mlght facilitate the deinstitutionali-
zatlon process. —

. . ’ J
v v 3
-, ',

PERSONAL Eacrdlis.cgmmurmc TO THE -
INSTITUTIONALIZATION OF STAFF
S .

- -

~

Personal faators Wwhich may contriubte to the reciprocal
-} determlmsm between the envnronment and behavioral

resistance to deinsntutlonahzatwn include the personal
needs, desires and belief systems of individual staff
member's. Individuals may be viewed as havnng personal
needs! or, desires, for survival, certainty, control,
autonomy, acceptance and congruity. The terms "need"
and "desires" are used here interchangeably to suggest an
incentive ‘value of th\se conditions for m{otlvatlng
behavior. :

‘l'iwer Desire for Survival”

. vy . ~ .
The deslre-v to survive is rooted in the demands of the
— evolutionary struggle. Economic security has.become one
means .for agsuring physi¢al survival. Commumty-based
programining may be viewed as a threat to the economic
secunty and hence, the physncal survnval of the individual.
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There are survival desires that go beyond preservation of

vne's. physical being, There are‘also desires for existential
survival, or survival of an individual identity. which

' separates self frory the world. Indnvnduals may, defend

against a loss of de‘l"llﬁltlon of seif even if ‘their. physical
survival has been assured. Much of this self- deflmgg‘;;‘
derived from work. The contribution of wor 3
mterpersonal and intrapersonal development has been
ackriowledged for some time. Engels (1940) elaborated
the view that the evolutionary demands for higher
coghitive and social development were preseit only after -

our primate ancestors first walked upright, freeing their
hands for labor. According to Engels, it was the product

0% this labor that created a social demand for the

evolution. of physiological processes upon which are based
the skifls for communication and social organization. He
argued that indlviduals who, do not have work are devoid
of information to commuhicate and of the need to relate
within a social framework: - Y

Although the anthropological truth of this sole
evolutionary change as the primary cause of higher
<ognitive and social' development may be questioned, the
relationship  between - *work and  personal-social
development is undeniable. It has, in paft, been the
appreciation of this relationship between work and human

- development which has served as xmphcnt justification for

the emergence of vocational training in contemporary
education.

Since the desires for survival of body and self are so
deeply rooted in the historical experience of individuals,
actions initiated In the service of.the need to survive may
be performed so automatically as to escape an individual's
awareness of them as survival behaviors. The feafs of
dedth of body and death of self may be so great as to
resalt in a surrehder of reason to self-preservation.
Prosocial behaviors may be supplanted by narcissistic .
behaviors. The avoidance of the psychological
devastation with respect to the loss of identity and

avenue\s for social interaction can thus BD6Vlde one -

- LI
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incentive ‘for an individual staff member s80  resist
deinstitutionalization. The problem here exists in-the
view of deinstitutionalization as a threat to physical and
existential survival. This belief may stem from a lack of"
self-confidence in one's ability to adapt to change and
find alternative means for assufing physical and
{Exisfential survival, ' . .
) .

The Desire for Certainty s
It has been observed that individuals often tend to resist
uncertainty (Fairweather & Tornatzky, 1977). A person's

" inability to predlct the outcomes of a glven situation can
cause one to view that situation as aversive (Sefigman,
1975},  Any program which has change as its goal

. possesses an inherent -yhcertainty as to the roles
individuals will play fotlowing reorganization. Training in

"natural settings implies that institutional staff may have
to alter their daily routipes, professional roles and even

' the physical environment of their work. Individual staff
members faced with unpredictable changes in their

+ professional identity, authority or -role’ within the -

“institutional structure may find such change aversive.
k

Another threat to the need for Certainty is present jn she
unpredictable responses of residents to unfamiliar
situations  endountered in  community settings.
Community settings represent new complexés of ssmuli
with a high degree .of subtle variability. Even in
controlled training environments it is impossible 1o
1dentlfy and train appropriate responses to all possible
envirénmental contingencies. Much of the training must
await in vivo exposure. Hence, the responses of residents
to these new situations may at first be unpredictaple and
thus threaten an individual staff member's -need. for

certalnty One way to avoid uncertainty is-to resist’

+ innowvation and change {Fairweather & Tornatzky, 1977).

[
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The Desire for Control

-

-The desire for .control may be defined as the need to .
cause environmental change so as to obtaln a desired
effect, The desire fof control, like the desire for
" survival, may be viewed as rooted in the evolutionary
process.  Species and individual survival have been
dependent upon thé ability of organmms to obtaln confrol
over the environment, others and self. The ability to’
* exercise cqntrol has been recognized as havmg' an impact
on the self in terms of cognitive self-condepts such™as
power (Minton, 1967), effectance (White, 1959), ard_self- .
efficacy (Bandura, 1977). -A-failure to fulfill consnstently
the desire for control and to establish a sense of efficacy.
in manipulating the environment can lead to emotional
disturbance. Among the psychopathological consequences
of a failure to fulfill desires for control which have been
noted ;are a sense of alienation, social isplation, self-
estrangement, meaninglessness, destructivenéss and
depression {Allen & Greenberger, 1980; Seeman, 1959;
Seligman, 1974). The threat to an individyal staff
memberis perceived ‘control over the environment may
provide afother ihcentwe for maintaining the institutional
environment. .

The institution provides .a variety of external control
systems. The most widely used techniques for
maintalning control have cofne from the application of
operant .conditioning to behavioral management One
assumptjon implicit in these procedures is that through
controiling the environment (i.e., by manipulating stinuli,
physical and social rewards, and objects tn the physical
environment), it is “possible to control behavior. If an
individual staff member is ineffective in exercising direct
control over a resident, reserve control systems {e. By,
isolation, physical restralnts, rnedlcatlon) may  bé
implemented. .

Community settings impose new environmental variables
and do not include the reserve controls mentioned above.
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In addition, they require internal coping mechanisms (e.g.,
self-control, decision rnakmg) In ‘the transition from
institution to community placement, from external o
internal controls, there may exist a threat t0 an 1nd1v1dual
staff member’s desire for control. - Staff may cling- to
institutional guidelites and procedures, regardless of how
little they contribute to normalization, because they’
provide a certain degree of control over the residents.

¥’

The Desire for Autonomy 7

Individuals may be viewed as desiring to seek
independence and freedom from &xternal constraints, or
. to establish autonomy (cf. Angyal, i94!; Fromm, 1955).
Autonomy fay invoive a desire to establish oneself as
independent from others, as well. Deinstitutionalization
may be viewed as threatemng 1o desires for autonomy
because of the initially increased dependency of residents
on staff. - ‘

The dependency of residents on staff is an integral part of,
their interaction. Floor and Rosen (1975} maintained that
. years of institutional living may foster conformity with
little opportunity for problem solving or decision making.
The institutional environment-may preclude the type of
experience required for the development of independent
coping behaviors necessary in the,community. In addition,
the bureaucratic policies prevalent within the institution
which -diffuse the personal responsibility of an indlvidual
staff member for a resident (e.g., large group activities)
may not be functional in natural settings. Consequently,
residents are likely to make more demands on staff time
during the initial period of community placement than
«.within the institution. A staff member may thus resist.
community- programming in order to avojd these threats
to autonomy.

“13y
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mgesxre for Acceptance

Individuals often desire acceptance from others. Fromm
. {1955) has described the seeking of acceptance from
" others as the desire for relatedness, or the desire to feel
united with other human beings. Staff may gain
acceptance from residents by protecting them from the
stress of adaptation inherent in community settings.
- Similarly, maintaining thé institutional environment may .
result in acceptance from those community members and

parents who believe it is best to.separate retarded persons
from mainstream society. Even though staff resistance to
deinstitutionalization may -be. rewarded with social

acceptance, it can have a long-range detrimental effect -

on residents. Normal human growth and development
involve , the -risk of being hurt’ both physically and -
emotionally. Perske (1972) argued that to deny a person
of risk precludes the development of new coping
strategies and maintains dependency. Denying a person
normal risk-taking experiences also deprives the
individual of dignity, in that it diminishes that person in
the eyes of othérs.,

‘I‘he protectiveness of residents k.rising out of a need for
acceptance may also be viewed as an attempt to avoid
emotional ambivalence and subsequent personal rejection.
Emotional ambivdlence refers to the quality of a
relationship between individuals characterized by love and
hate, acceptance and rejection. Human relationships are
frequently characterized by investmenfs of dependency
upon others for gratification of personal needs. People
may come to expect their family, friends, co-workers and
acquaintances to contribute to the fulfillment of their
personal needs. Relationships which possess such
investments of dependency may contain some degree of
. emotional ambivalence because individuals rarely, if ever,
fulfill these needs as consistently as expected. Because
one's needs ‘and ‘expectations may at times be fulfilled or
frustrated, an individual may come to fee| both love and
hate. Subsequently, one may express both acceptance and

o
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'rejection toward others, as well as being the objectrof
these conflicting attitudes and behaviors.

Staff members who  supportd cornmunity-based
programming and participate in exposing residents to the
stress of ‘adaptation may incur the emotional anfbivalence
of individuals in their environment. The staff member
may inappropriately attribute the emotional ambivalenge
and subsequent rejection uniquely to the
deinstitutionalization process rather than to the
unrealistic expectations for need fulfillment placed upon
him by his environment. The individual may. come to view
the emotional ambivalence characteristic of need-
invested relationships as avoidable through resisting
deinstitutigﬁalizatio‘n. Overcoming this obstacle may
require’ a . belief in the long-range benefits of
deinstitutiorialization, as well as the development of
realistic expectations for fulfillment of human needs and
acceptance in the individual staff member, residents.and
the community. '

4

The Desife for Congruity P

Another reason individuals may seek to avoid emotional
ambivalence is a desire for congruity. Congruence, or the

“lack of conflict, may be sought if both interpersonal and
intrapersonal spheres of experience {cf., Brehm & Cohen,
1962; Festinger, 1957; Steiner, 1966; Zimbardo, 1969). iIn
an attempt to avoid’ Interpersonal conflict and seek
congruity, individuals may conform to a group, institution
or ideology. In any conflict of purpose between
institution and individual staff member, the individual
may seek fo conform to the institutional purpose and
attain congruity in addition to fulfillment of the range of
other human needs.

Congrueﬁce may also be represented in th intrapers/onal
sphere by the desire to seek resolution ¢f the conflict

LY
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surrpunding how one chooses to. gratify needs. Fromm
.(1955) presented the view that choices in life may be
viewed as an unavoidable conflict between progression
and regression. Progressive choices are those which
fulfill human peeds withoyt subjugation of the needs of
others. These solutions require a sacrifice of narcissistic
interest. Regressive solutions are narcissistic in nature
and require subjugation of the self or others. A regressive
solution may involve well established patterns.
Consequently it may be more immediately appealing, not
only because it requires little or no self-sacrifice, but also’
because of the familiarity and predictability of outcome.
Progressive solutions may seem less appealing because of
the uncertainty inherent in situations involving new
behavnors with unpredictable outcomes.

Fromm (1955) viewed individuals as free to choose either
progressive or regressive modes for fulfilling their needs. -
The choice of either alternative possesses its own sources
of fear and doubt with respect to the outcome of one's
decision. The exercise of choice requires the assumption
“of responsibility for outcome. Individuals may not only
attempt to avoid the dissonanke inherent in the freedom
of choice, " but the responsibility for unfavorable
outcomes. In situations in which one may risk acceptance
and self-esteem by assuming responsibility for choice, an
individdd] may choose to abrogate control over the
decisiofi-making process (Rodin, Rennert, & Solomon,
1980). Fromm%l% 1) referred to this abrogation of choice
as an "escape from freedom."

Thus, ah individual may attempt to seek congruity and
avoid the conflict and responsibility inherent in freedom
of choice, One may attemp} to escape from dissonance
and responsibility through surrender of the authority for
choice to another agent.. In this instance an individual
staff member may conform to the institutional purpose.
Resistance to deinstitutionalization may thus be viewed

an attefpt to resolve the inherent conflict between

gression and regression and to seek congruence through
t rg surrendering of responsibility to the institution.

-
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Another component of the need’ for congruity in the -,
intrapersonal sphere issthe need for a belief system whlclh
can justify behavior. Fromm (1955) referred to this as a
néed for a frame of orientation. He viewed the neéd for a
frame of orientation as more immediate than the need for
truth. , Consequently, the frame of orientation may be
adopted whether er'not it_is true or valid. Rationalization
is a process by which one can.make the approach to
gratifying‘human needs congruent with the frame of
orientation (Fromm, 1955). Considerable research on
cognitive dissonance and dissonance resolution has-shown
that individuals do not always behave in accordance with
their beliefs. Rather, people frequently modify their
beliefs to justify their behavior (Zimbardo, [969).

The frame of orientation de loped by an individual staff
member may serve as a }Lﬁihcatlon for the choice of
‘regressive modes of need gratification and the surrender
of responsibility of choice and .decision making to the
institution. This frame of orientation may -be the most
amenable to change of contributions to the resistance to
deinstitutionalization because it s comprised of overt
verbal responses which both justify and contribuge to the
maintenance of institutional environments. 1f the frame
of orientation is not efféctive in making one's actions
consistent with beliefs, then new behaviors "will be
attempted or a new frame of orlentation will evolve.
Eliis (1970) has elaborated a number of clinically observed
irrational ideas which have sgerved the function of
justifying and maintaining habitually dysfuncnonal
behavior (e.g., the idea that one needs something stronger
or greater than oneself on which to rely; the idea that it
is necessary to be loved by everyone for everything one
does). These beliefs may be $Seen as maintaining
unrewarding behaviors bedES;@ they enhance congruence
between beliefs and ibrs. They provide a fr_amework
for exploring staff Tattitudes toward self "and the
environment ‘ which may contribute to deinstitutionali-
zation,'
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STRATEGIES FOR DEINSTITU‘I'IONAL}Z[NG ST AFF

L

Wlth few exceptions le.g., Schulman, 1980 ‘Watson,
Gardper, & Sanders, 1976), .the special education
literature lacks evidence of programs which focus directly

©on the needs of institutional staff. Ifethe position is |
tenable that "staff needs and expectations pose a major
obstacle to deinstitutionalization, ,then the fate of
institutionalized residents becomes intertwined with the
fate of staff. This necessitates the development of
strategies to reduce thed,threats to staff posed by
commumty-based programming.

Participation in community-based programming may be
viewed as a prosocial behavior. Kanfer (1979) has
discussed some_of the psychosocial contributions to the’
rise of individualism and the decline of prosocial behavior.
He proposed a model for enhancement of altruism based
on the progressive shaping of prosocial behaviors so that
they are perceived as contributing to personal fulfillment.
Changing the motivational base for.’ these prosocial
behaviors may at first require a high degree of external
reinforcement from the environment in the form of social
approval and recognition. The transition from social
motivation to personal motivation may then be enhanced
" through repeated seli-reinforcement jn the form of self-,
statements of competence and. achievement.: Kanfer' -
‘described this transition from social to personal
motivation as analogous to the development of self-
control. This similarity makes available the broad range
- of cognitive behavior modification techniques which have
emerged to facilitate self-control {Mahoney, 1974). In /
-addition to analyzing the frame of orientation and ‘the
irrational beliefs which sustain egocentric behavior, the
transition to prosocial behayior may also be facilitated
through the. development of contracts and explicit social
agreements, Kanfér recommended these be instituted
early in the staff training sequence when the cost to the
individual is not great.
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Kanfer {1979) has also suggested that the-transition from
social-metivation to self-motivation in service of
prosociak behaviors Mmay be facilitated by strong verbal
reinforcement from some external facilitator. As the
individual gains . skill- in self-reinforcement nd
expet;iences repeated rewards for altruistic behavi®r,
gradual increases ‘in the. pefsonals cost associated with
such behaviors can be instituted. It may be anticipated
that as an individual continues to experience thi$ reward
for prosocnal behavior, his behgis will become consnstent
with his behaviors. At this point, $he prosocial’behavior
will come 1p-be vipwed as self-initiated rather than
demanded by otl{ers, and should become more strongly
established in the mdlvu:lual's repertoire of responses,

Kanfer's model can, provnde a useful starting pomt in
deve.topmg intervention Strategnes or deinstitutionalizing
statf. Some implications of this model are the use of the
socnai-democratnc milieu - * approach, external
reinfordement strategies, self-reinforcement and graded
exposure to community settings. ) :

2

Social-Democratic Milieu
One specific application of Kanfer's model to the
deinstitutionalization process might include the
exploration of staff. needs and .concerns toward
deinstitutionalization within the iramework of small peer *
reference groups. The: effectiveness of such groups has
been demenstrated in tHe social-democratic milieu
- approach. This technique fas heen used to dacilitate the
return to the community of individuals after prolonged
periods ‘of institutionaljzation (Becker & Bayer, [975:7
Fairweather, Sanders, aynard, & Cressler, [969). Small.,
and autonomous groups werf formed to encourage and
direct pressure toward community functionimg. These
grolfps were 'task oriented and.-tjained -in defining and *
.;analyzmg problems, generatmg «solut‘ions and making
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1

detisions. Actlve participation and reSponsmlllty for self
and others were fostered.. The relationship between one's
. actlons and consequences was stressed. ;

‘I‘he inclusion of an external facilitator in sugh groups may
—"be of benefit. Such an individual might be capable of
offering social rewards for the abandonment of egocentric
" behaxior In favor of behaviors which facilitate community
programming. The input of an external faciljtator who is
not “subject to the Influences of the institutional
efivironment might also more readily facilitate change in
the frame of orientation of staff members. [ this®
‘'strategy were’ applied with igstitutional staff, fuljy and =
active support from institutional admlmstrators would be
crucial. The diffusion of. personal responsibility which
characterizes institutions would have to be replaced with
support for active input m“he decision-making process
on the part of staﬁ

*

‘External Reinforcement

Another approach to deinstitutionalizing staff might lie in
the appropriate. use of external reinforcement
contingencies to train staff in prosocial behaviors which
paraliel those. ot the community. While not a novel
appro to déveloping mew behaviors in itaff, inservice
training Within institutions often results in no rewards for
participants. It is all ‘too common to see staff inservice
program$ conducted during lunch hours.or immediately
‘before or after a fuil work day. In addition, staff who try
to implement any new approach+or program are rarely
rewarded for their efforts. Attémpting to takg a resident
into the community for 'sgmething other. than a large
group field trip, for _example, often requires filling out
formsidays in-advance of the proposed activity. Too often
the staff person attempting to do something that difiers
from the normal routine is faded with more work and 15,
in effect, pumshed for h:s/her efforts.

»
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i institutional staff are- to exhibit new ~Tdles and
behaviors which facilitate community placement, they
must be rewarded for their efforts. -While not a startling
conclusion, this is rarely implemented. ,

Self-Reinforcement .

uman behaviors are’ not Immediately .
followed by external consequences, most behaviors are
. followed by evaluative self.statements Mahoney, (1974)
'—gandura (1978)\pointed out that even while receiving
external wei ement, humans do more than learn the
contingenci€s between actions and consequences. They
judge the progress they- are making, set objectives for
- improvement and evaluate their personal competence. .

Self-statements about one's perceived competence, amd
achievements are important because they can influente
what activities are chosen, how much effort one will .
d, and how long one will persevere when frustfated
.(Bandira, 1978, 1977a). Training staff to use reinforcing
self-statements may prove to be affother useful tool for
ut new attitudes, expectations, and behaviors.
Meichenbaum (1974) has suggested the fdllowin
components be included in such a tralning program: 1
. training in problem definition and anticipation of
consequences; 2) ;;au;mg in identification and systematic
observation of Self-statements; 3) graduated performance
assignments; , 4} specific suggestions for’ modifying sélf-
statements; .and 3). modeling _and  encouragement of
¢ positive self-evaluation. - . Q

k‘
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-  Graded Exporsul'g to Com,r,nursity Settings
’_-/ ". \‘ (

Graded e§p05ure of - staff to natural tramrng settmgs
might also- promote the deinstitytionalization process.
When Beliefs and actuality differ, moreé realistic *
expectat:ons may . be developed through repeated
experience, (Bandura, 1978). . Graded eXposure may
contribute to. fhe development‘ of more realistic
evaluatiorls of the impaét of community placement.
Systematic and repeated experience in community
settings could. have sevkral benefits. One might be that
the peréé€ived threats to the attainment of the personal
desires of, staff posed by deinstitutionalization might
-partially be- redyced. A second benefit might be that.the
training of residents would become more relevant as staff .
become’; 1ncreasmg} familiar with the actual demands of -
community sités. Finally, graded exposure gould help
resolve problems in schedulrng of staff time, which is
often g:-,ven as a reason- for not prov:dlng commu.ruty
programming. . .
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It has been -st,ated that the ms*t:tut:onallzatnon of staff
may presapt'a major problem in'the deinstitutiohalization ;
of residents. Efforts aimed at community programming / °
for handicapped, pershng must devote‘as much attention to
deins tifutionalizipg staff as to demstitutnonallzlng
residents. \M’u*ch mdrq work is needéd in this area in order
to: = 1) 'identify. the’ reciprétdl interactlons -betweeh
varlous aspects »of msmutnonafl organization and custodial
and pro‘fessmnal _staff "_attitudes toward community
programming; '2) uﬁbptgfy specific staff attitudes which
interfere with comsifunity programming; 3) delineate
relationships betweefs §taff attitudes ‘and behavior toward
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residents; and 4).develop intervention strategies to
restructure institutional variables m order to facilitate
deinsntutlonallzatlon.

. Until these. types of questnons- are addressed, efforts at
: ,'communlty programming for severély handncapped persons
will rematinjicomplete. Future efforts which ignore the
needs arid cofcerr®s of institutional staff will provide only
symbollc *Support for .deinstitutionalization rather than
effective cesolutlon of the problem.
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Toward Competitive Employment for
Moderately and Severely Retarded
Individuals

Paul Wehman

"

+ ’'Recent literature and government reports suggest that
the vocational training and job- placemeﬁﬁ-‘;pracnces for
most severely retarded persons, are inconsistent with the
level of expertise «and training technology which is
_currently available. O'Connors (1972) reported that of the
9,339 mentally retarded individuals living in community
livin&faciiities which.were surveyed, fewer than 14%
were engaged in competitive employment and only a little
more than half were in sheltered work or work activity
centers. Bellamy and Horner {Note 1), in a survey, found
that bBetween 80,000 .and 100,000 mentally andjor
physically handicapped persons attended adult day care,
developmental, or activity centers, many of which
focused lmmally on vogational training and placement.
Whitehedd " (1979) also” réported a- large number of

indicapped individuals in activity cengers with a
ropor tionate few competitively employed. Similarly,
epartment of Labor reports that only 41% of all
“individuals are employed (Federal Register,
1978). These statistics suggest that the employment
situation for handicapped peOple 'm this country is less
‘than desxrable

L]
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The purpose of the present chaptér is to discuss a
rationale for employment in nonsheitered settings for
moderately and severely retarded persons (IQ *20-51).
Along with this rationale, critical factors in assessment
and job site intervention are also discussed. The final
section of this chapter is devoted to strateg;es for fading
staff from job sites.

A RATIONALE FOR COMPETITIVE EMPLOYMENT

For dgcades, professionals and parents alike have loyered
the vocational expectations for moderately and severely
retarded persons by excluding them from opportunities for
competitive employment (see Revell & Wehnfan, 1978, for
example, in relation to vocational evaluation practnces)
Continued writings - which support this philosophy only .
proliferate the acceptance of segregated Pprograms which
provide no access to real work environments with
nonhandicapped workers and consumers.  Thus, the
philosophy in this chapter is not to condemn morer
restrictive . work settings {e.g., work activity center,
sheltered workshop) but instead to suggest that they form
only one part of a developmental continuum enroute to
sheltered enclaves in industry, or, ultimately, competitive

,employrnent. A number of reasons are considered why

competitive  employment  must receive  serious
consideration by rehabilitation and special ‘education
personnel involved with work training programs.

Wages and Benefits

The first and most obvious point in favor of competitive
employment placement is the increased opportunity for
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greater wages and beneﬁts With the tremendous cost of
maintaining severely retarded individuals in centers which
are nonvocationally arl’en{eg or which rarély lead to
competitive employment, is parent that those
individuals who can earn conipetitive’ l\gvel wages will be
most favorably vlewed. These persons will require less
supplemental social security (SSI) assistance from the
federal government, and perhaps equally important, wil
clear the way for other more severely hand;capped
clients. -

in a mgent,analysis of this problem, Whitehead (1979)
+discusses the deplorable state which handicapped wage
earners -are in, especially those who are mentally
‘ retarded. Whitehead says:

. The average hourly wage for all workshop clients of

-—$0 81 per hour represented only 35% of ‘the
minimum wage rate {at that time) of $2.30. The
annual earnings were even less favorable, showing

“man average of $666 for the total client population
and only $417 for largest disability group - the
mentally retarded. The earnings fall far below the
1976 poverty level of $2870 {the level suggested by
the Social Security Administration).{p. 75)

In a Similar vein, the Connecticut Division of Vocational
Rehabilitation points out . that of approxlmately
12,000,000 potentially employable disabled persons, anly
4, 100 000 are actually working.' The following logic is
presented )

Of disa%led persons of working age whg are not in
institutions, 42% are emp’lo d as compared to 59%
of the national population -- a difference of 17% or
2,100,000 people, it would mean $10,500,000 per
year added to the economy -- plus what would be
.saved in private and public support. {Connecticut
Division of Voc#fional Rehabilitation ‘Project with
Industry, 1979, p. %)
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: ‘ . ;
Clearly, competitive ~wages ' will ° mcrease the
independence  of moderately to severely retarded
individuals, The benefits may include insurance. policies,
- medical msurance, dental insurance and retirement. Of
course, not in all cases will this range of benefits be‘
,available; .compared with the offerings of developmental

. . centers and ‘ggqst She,ltered workshops, however, there is a

mach greatér likellhood of this type'of fringe suppor
8 o of ype ge support,
.The wages and befefits advantage, although the most
obvious, may also be the moés¢ profound in the long run:

Working all day for four to five dollars is not-a
particularly dignified remuneration for one's daiiy
vocational pursuits. It is only that the disabled individual
eventually comes to look at himsélf or herself as an
.dnferior person. Furthermore, nonhandicapped-individuals
who visit sheltered centers may leave with a perception
that the person’s economic value is only worth four to five
dollars a day,” This is an insidious and unfanr conchusion.

v v
Yy
[

Integration with Nonhandicapped lncﬁviduass

Closely linked in 1mportance. to wages and benefits is the

_opportunity to work with nonhandicapped people and not
be segregated with handicapped individuals. .This issue
also touches on the opportunity to serye nonhandlcapped
consumers and to see these consumers, daily. Similarly,
the likelihood 'of meeting new xndnvﬁuals and making
friends~ with nonhandicapped persons must be noted.
Working with nonhandicdpped peers provides ‘the
Opportumty for handicapped warkers to learn to-accept
criticism and l"ldlCLlle to which all individuals must adjust.

*The mcreas’eﬁ visibility of handncépped workers in
community .settings also cannot_be discounted as a major
advantage of competitive employment.. - In order to
elevate the expectations and perceptions of employers
' toward severely retarded individuals, direct contact and
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observation of their work abilities will. facilitate
continued hiring practice and reténtion. . )

-

Norma}izaﬁc&n- T
. b . :

Working for'a company or ‘organization, ong that is'hot
organized necessarily for therapeutic reRgbilitation of its
employeles, is " a substantial, part of nqnhandicappe&ﬂ
persons’ lives.” The opportunity to* work regularly and.ngt
have Jo ‘depend primagily on the vacillations of contract
and - sub-coptract or8ers’ .should, -be available to all

_ handicapped,_people, Wolfensberger (1972) and Bellamy,
Horner and Infien“(1979) point out that work is a socially
"equitable ‘activity 'which should be available for
handicapped individuals., From, wark comes. a feeling of
“fulfillment and improyed self-Concept (Brolin, 1976).

-
ATy
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-
=

* Greater Opportunity for Advancement
. A - .

Whitehead (1979) observed that fery few. of the clients in
workshops leave for competitiyf employment. According.
to a recent U, S, Departme !/ Labor report (1977) only.
12% of regdlar workshop clirits and 7% of work activities °
center clients are placg G’ to competitive situatiéns each
- year. These data St that Segregated. work centejp
are not ysu dgg“ﬂ' g to¥place significant’ numbers . of
i eal world. Consequently, the liketihood )
gl ages ang job tesponsibilities appears rather. -
for many moderately ‘and severely retdrded -

' ..
Y -~

-

-
- P
e

F

On the other hand, A ‘competitive placement may render .
opportunity for preaté:Agvanciment. ‘This may take the
form of a"better; work Jift, moMvregular work hours, a
more pleasant job; supervisory Work oe: better wages.
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Such advincements are not certain by any means and an
advocat may well be necessary;. however, it ‘may be
. easifr to*move to a different job with another Gompany

from a competitive placement as opposed to coming from
*a sheltered workshop or activities center. -

o

© Iniproved Perceptions by Family and Friends -
' ' < -

.'One area’which requires far more a?te on than it hase
received so far is that of attitudes pectations of
parents and other family members. F xample, Lynch
(1979} observed - -

~ Followmg graduation. from these early educa‘tlonal
enterprises, most’ moderately, severely, and
profoundly retarded students merely walked across
‘the hall to the gamgs and crafts occurring in the
" adult "activity - cénters. Thus, for the severely
handicapped child.- and his/hefr ™ parents, the
expectations for a, full and productive life that
would reflect ‘the abilities of the - child afd the
quality of training “were dashed at birth and
continuously quashed ~throughout the . child's
development. It is not surprising that the parents of
" older _moderately and severely retarded persons
frequdiitly prove to-be barriers td the sheltered gnd
'competitlve employment of “their mature sons and
daugpters in those communities fortunate enough to
have appropnate adult services (p 26).

Pareﬂts play a major and ever crmcal role in facnlitatmg
“ the advantageous aspects of competitive employment. By,
_ helping 3dvercome transportation problems, working out
. SSI_limitations, and provndmg strong moral support to
their won or daughterin the job placement, parents can
make a competitive placement successf“UI or completely
block it. . -
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Improved Peroéptiom by Empioyérs

Employers als¢ communicate about the nature of their
work force. With the 43,000 tax-credit program for
etploying “handicapped individuals, moderately and
severely retardéd clients are receiving claser scrutiny tor
* employment. “In some cases, employers’ wui allow their
areas to be used for nonpaid training sites. - This
+ arfangement can be beneficial as a form sof sheltered
tralmng which-provides a basis for ultimately coping with
real situations. It also gives employers and supervisors a
better means of undel‘standmg “handicapped individuals
and viewing them on a human leVel rathd® than as a label.

» Improved Rerceptions by Legislators

4 . . *
'The information discussed earlier and reported by
Whitehead (1979) about the percentage of individuals who
Jleave workshops is not especially encouraging for
convincing legislators of the viability of workshops as .
optimal preemployment centers. It behooves teachers and
counselors to -monit_or «carefully the number of
placements, retention rates, wages earned, employer
reactior® and $0 on, for presentation to leglslators and
other mﬂuentna.l advocacy groups.

Actually, even. with all of the potential advantages
accrued from competitive employment placement, what is
paramount is altenng attitudes of critical forces, iv€ey
parents, employers and legislators. Since it is known that
attitude change is best fostered through behavior change
and demonstration (Bandura, 1969), it is evident that more
efforts -4t training and advocatmg for moderately and
severely retarded individuals are necessary. To :rnprde@a
. or alter current perceptions which are presently feld by
these significant -forces, professionals must help severely
disabled clients demonstrate their abilities: This can best
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be . accompllshed by utilizing the rehabilitation
“engineering  (Malik, 1979) and behavioral training’
technology which'is a\gailable (Bellamy et al.; 1979).

* " With a clear rationale for competitive e loyment it is
necessary now {o, turn to, programmatic considerations, -
The next*two sections, are concerned with vocational
@ssessment -

Kl
-

- vocanoum. Assassumr i:

_ CRITICAL FACTOR.S

S /\, . '
The initial step in desngmng an employment program tor
moderately/severely retarded persons. is ad¥essmient of |
vocational factors. The pt‘esent section is devotsd to
specifically assessing five factors necessary for siceess in
competitive employm#nt, .These factors include: 1)
proficiency, 2) rate, 3) quaht.y, 4 perseveratwn level, and
5) endurance.

A | *
These factors may be assessed in public school work-study
programs, extended evaluation, vdlunteer or paid work in*
competitive employment settihgs or, simulated work in
short-term evaluatjons. Ciearl.y, the Best .optjon is that
whi¢h would bring¥pay for, work whide receiving, training,
in a real work environment with nonhahdlca ped co-

_ workers. Unfortunately, as*Karan (1977) notes, extended
evaluation has not beeh extensively used. Work prggrams.
for adolescents also have not begn as useful as they,mn ht -
be since the training content “all  too " gften-
nonfunctional, i.e., putting tdgether pu;z]es, .stackmg
chips, or stringing beads. . \ o e ,

f s
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Work Proficiency.

Proflcnency refers to competence in perforrmng a skill
correctly.” A proficient worker is one who demonstrates
the completion of a specific job accurately the majority
of the time.. The most efficient and direct means of .
verifying the presence or absence of the skill(s} is to °
observe and record what parts (steps) of the skill the
worker can do correctly.

For example, if an.evaluator or teacher knows that the
client desires placement in the landscaping industry or a
" greenhouse, then the work skills which maje ,up .the .
requirement for this occupation should be identified for
assessment, » Task analyses of these skills ma} be found{n
commercial texts (e.g., Wehman & McLaughlift, 1980} or
analyzed. by the evaluators after. consulting a guide such
. ~as the Dictionary of Occupational Titles for identification
-+~ of the necessary skills.

The- assessment ﬁrocess involves a two-phase process.
- “Phase | includes the initia¥ assessment which may occur
over ‘'several days Here is the process:

Step.l: Have necessary materials avq‘ilable which
. L are being used in the assessment. ‘

Step 22  Give a verbal cue: "Jatk, sprinkle. these
= Plants."

Step 3:  Observe which steps in the plant-
- sprinkling. task analysxs Jack completes .
corréctly

-

v ", Step Q:-.‘- Ref:ord ;he steps v.{hn:h are oompleted
v L ‘thhaplu&

b}

MRS s *
" Step 5t - Tell Jack he'is done"for today on the
¥. plant-sprmk'l;ng as:;essment’ S
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Step 6: Repeat process wlth t'he next skill.

Phase Il covers instructional assessment The prmcxple<
difference in this phase is that instead of a neutral
(noninstructional) assessment, the teacher provides
appropriate  instruction, feedback and - positive
consequences for correct responses. The. client is aljowed
to complete steps independently for wh1ch no prevnous
assistance was necessary. .

-t

The mstructlonal. assessment phase is valuable even if the -
cilent does not learn all the steps because it provides
emplrlcal data’ on’ the individual's. rate of learning on
specific skills. It indicates how qulckiy the tlient learns,
what motor aspects of the task consistently .prove
difficult, and it begins to establish the viability of a
particular servite Jindustry for placement. Although
simifar to work try-out (Brolin, 1976), this form of
-assessment yields data whsch are. usually more objective
and Speczﬁc . ,

£

Work Rate

o

. The speed with which a client completes a job is called
the rfate. -The most proficient client is not employable if:
he .or she cannot Work at.a rate which is commensurate
with the 5peed required by the employer. Yet many, if
not- most, of the vocational diagnostic tools ‘do, not ‘
systematically evaluate work rate on speclfzc skills within
a selected industry. Only after a placement is made is
the determination made that a cllent is "too lew "o

Work rate may be assessed by recordmg in many ways,’

The specific mode of measurement will. probably be’
determined by what is critical to-thé job. The following
are-some of the ways of 'verifying a worker's speed: 1)
percentage of on-task versus off-task behavior, 2) number

of units completed within a specific time interval, and 3)
~ . N .
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evaluation by co-workers or supervisors of client's ability
to get the job done in a reasonable period of time,

Pt , " N
The critical feature in the work rate assessment process
is determining what "the acceptable standard is for the
job{sy andfor industry in which the client is to-bg placed.
Traditionally, 1t has been assumed that because a clignt s
fast on bench work, i.e., assem heat sealers, he or
she will also be fast on jobs in p‘én%enho There are
very limited, data to support thiginotion, Wor adjustment
services which are purchased for the purpose of increasing
production’rates should be targeted for the industry in
which the client is t6 be’’placed. Ewaluators must be
aware of what rate standards are required in different

jobs in competitive employment. . ;T

’ . M

.
-
A .
]
-

-

Work Quality

The quality of work refers to how well the job or task is
completed. This factor can be quantified by recording the
number of errors which are made daily. However, work
quality frequently goes beyond recording errors. For
example, in cleaning a floor area it may be that when
completed there is no food or other trash on the floor, yet
.the floor is not really clean. It may be spotted -or
streaked in certain areas. Hence, quality becomes a more
difficult work variable to assess, Quality may also be an
individual perception from employer to “employer. One
_supervisor may accept a certain level of ‘performance and
want the client to-move on quickly to the next job;
. another will impose a more stringent criterion.




* Work Perseveration Level

Many severely disabled individuals who are moderately or, '
severely retarded or severely sensory impaired exhibit
repeated nonfunctional {stereotypical) motor behaviors.
_When this happens on the job or ‘in the ‘context of job
completion it-bedomes a serious impediment to successful
adjustment. As an iilustration, consider the groundsman '
"who feels he must pick up every piece of trash on the
hospital  grounds. This type of inappropriate
discriminayyon reflects a need to perseverate on all items
. which appear trashlike. Similarly, theé bus boy who wipes
., a table “for 25 minutesin a repeated back-and-forth
Y < motion will not be very useful. Perseveration is a form of
- self-stimulating bkhavior which erodes work rate and
interferes with quality of performance as well.
Level of perseveration can be assessed by identifying the
inappropriate stimulating behaviors and then recording
»  their presence or absence in short time periods throughout
several days of job evaluation. These data also help in
prescribing.a relevant worksadjustment program that can .
pinpoint the fnterfering behaviors in slow worl.< rate,

- .
“

Work Endurance .
A} N .

Fi ~

Even if a client shows positive endurance on all of the
- previous assessment indicators, without the physical
strength to work for eight hours a day, five days a week,
,the person cannot succeed. Unfortunately, this is more
often the case than it should be, largely because of the
sedentary jobs in sheltered workshops. Coleman, Ayoub
and Friedrich (1976) condycted a study te assess the

- physical wdrk capacity of educable and trainable level
retarded males. They found the work capacity level 20%
"to 30% below that of nonretarded individuals of the same
age and sex.

*
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This_endurance assessment should also reflect whether the
_ individual has health problems, such2s epilepsy, diabetes,
asthma, or any other impajrmenihich might affect ~
'work endurance. Although these other impairments
might notinterfere with a job placement, the requirement
for self-administration of medication would have to be
A55essed. .- ; )
. A .
H assessment of an individual's work endurance indicates
that work performance is nrvarkediy dropping off in the
mid-point to latter part of the day, it may be that part-
time employment will be necessary-initially, This will be
especially true.in those occupations where it is necessary
to stand alk day. Clearly, selection of jobs should refiect
an ‘analysis of the Physical requirements iven

Qccupation. N

P

LT

" VOCATIONAL ASSESSMENT I :

"

'EVALUATING THE SOCIAL AND
e
PHYSICAL FEATURES OF THE WORK
ENVIRONMENT ROLE OF CO-WORKERS

E .

Y

In addition to the above factors which must be evaluated,
there are other aspects of the potential work environment
which must be taken into consideration. For example, an
assessment of.the co-workers who are in the client's work
environment must be undertaken. Co-workers play a
significant tole in the long-term-retention of severely
retarded clients, Several complaints to the supervisor
from co-workers may well influericé the, supetrvisor's
perception of the client's work perfcrmance. Co-workers
can provide advocacy’on behalf of a client if they choose.
They can also be good models and/or teachers for how to

FAR
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do new or complex tasks. ‘I‘helr role cannot be taken
‘lightly in determining where to place a severely dlsabled
client. - :

Evaluators and other instryctional personnel must ask the‘
7 following questions in j visits  to potentlal . work
envu‘onments »
1. ' How many co-workers are there in the vicinity.
. of where the client would be? :
2. ,How often do the co-workers interact
toge‘ther? '
What is the rate of co-worker turnover?
What is the co-worker's attitude toward
management?
Are there any other disabled employees
workmg there?
.. What js.the predominant age of co-workers?
What is the predominant sex of co-werkers?
What is the predominant race of co~-workers?
- Are the co~-workers in any union organization?

The answers to these questions will not only help in
identifying an appropriate placement, but they will also
provide msnght to staff who.might be involved in an on..
the-job intervention program.

\

Employer Perceptions

If the employer is not wnllmg to hire a handicapped
emplbyee then this evaluation need go no further, for the
time being at least. In most cases, however, if a job is
available and the client is qualified, it is unlikely that a
blankef‘ﬁjvﬁ;l:n will be forthcoming. However, what
must be ev ted is whether the employer will follow
through on promises of employment or,back out when the
time actually comes to hire, AISO., the degree of
employer support which will be provided for the client in

‘IU"J . l%\
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L : * . .
the initial stages of employment must be determined.
- Although these areas are nof easy to assess, local
rehabilitation counselors can generally give some
information on how selected employers or industries react
to handicagped-employees. Some employers .may be
willing to sign short-term coptracts on trial empigyment
for disabled workers. This is usually a good indicator of

commitmerit.
1Y

/\ e Consumers

With certain jobs the worker will have little or ho
opportunity to see’or interact with the customers or
consumers of the service which the client provides, i.e,,
pot scrubber. [In other situations, i.e., working in @
greenhouse or garage, there may be ample opportunity to
be around consumers. As with co-workers, " friendly
consumers who are laudatory of the client can be
tmportant allies in helping the individual fetain his or har,
job. If it is evident, that the job requirps significant
amounts of. time with consumers; then a careful
assessment of the client's social skills must be conducted.

. Physical Layout of Work Environment

-

The physncal design of the work area will play an
importarit part in deciding whether to make a placement.
Narrow doorways, inappropriately desngned toilets or
other ‘physical barriers may prohibit those in wheelchairs
from.working, despite Section 504 assurance. Mobility
artd drientatiog requirements for completion of the*job
should be evalyated at an early point in the analysis of the
work enviroffment. For example, in a groundskeeping
it college campus, it is necessary to able’ to
tind one's way around without gettihg Iost althoygh this is..
-a skill of ten taken for granted. . Lo

L]
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The next section is directed toward the problems which
can occur during job site intervention with moderately/
. severely retarded workers,

L

. PROBLEMS ENCOUNTERED
IN JOB-SITE TRAINING

Once moderately/severely retarded individuals are
assessed, an on-the-job training program may be initiated -
in a nonsheltered work environment. Placements in real
work environments can regult in a host of uhexpected
problems, Of course, probjlems may be more frequent
andfor diverse in nature as the functioning level -of the
person decreases, For- example, some mederately to
severely retarded individuals (those in the- general [Q
range of between 20-51) are fikely 'to present fewer
motivational deficiencies and more " work . profi¢iency
proble@,, ie., speed quality. - - Higher functioning
individualy seem) o present mdre off-task 'and
noncompliant behaviors, although they usually grasp job
requirements quickly. Five major problem. areas are
dlscussed whithi must be addrpssed* ‘across all functlomng
. levels 'of handicapped workers. "whep tralned in
)nonsheltered work settings. These problem ateas include
broadenm& the range~ ob‘ jobs -a client can perform.
improving ]ob quqllty, increasing work’ rate, working’
without supeﬁ:snon and fading tra;nee assistance.

.
11

Broadening the Rahge of*Jobs a Client Can Perform
- . . .

4
Traditionally, moderately and severely retarded persons
have tecfived employment ;s_am;ng which was limited in

PN
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scopf and which did not suﬁicnerf'ﬁy prepare the individual
for the loca] job market. Training has taken place in
{H’énfunctlonal skills which purportedly help the, client
become "ready" for work, i.e., sorting colors or shapes.
Yet the 1iange of job competenc1es required, even in
unskilled food service or custodial utility positions, can be
far-reaching, depending on the size and location of the
cafeteria or hotel. o ”
A
If a client cannot quncldy learn new jobs, then it is
- unlikely he or she will be able to maintain employment.
Hence, one problem’ which most training programs do not
adequately address is the development- of work skills
which are generalizable across a variety of specific jobs
and settings, :

Jmproving Job Quality

+ Each place of employment has certain standards and
_ methods by which a job must be done, These standards
+ vary within &¥ery company and organization, It is critical
that teachers and placement specialists be able to analyze
job reguirements and enfployer expectatjons for different
jobs. _Both aspects must be analyzed. If/a supervisor feels
that & client has been "pushed" on him or her by the
Personnel Director, the requirements of the job may be
interpreted more stringently by the supervisor, For
. example, picking up trash on the grounds could be a very
difficult job to master if the supervisor is'rigorous in what
is accepted as clean or not clean,” The severely
handicapped worker must be competent on the job and
. maintzain a level of qual:ty equivalent to nonhandicapped
co-workers.




- - IncFeasing ‘Work Raté

Even if performance is errorless, speed will also- be
rconsidered. The worker who picks up eévery piece of trash,
+ but takes three days to do it might be terminated from his
or her job. What is critical in this situation is analyzing
--why the person is slow. By assessing what factors are
*interfefing with rate, an eventual str:&?bcan be devised
. to improve rate. Thére are séveral possible reasons for’
diminished or inconsistent rate: 1) lack of reinforcement
or positive consequences associated ‘with the job, 2)
physical or health-related problems which make it
difficult to perform at an adequate speed, 3) frequent
distracting factors in jgb areas, and. %) poor memory by
the client, thus requiring continual repetition of earlier
parts of task. ' '

‘An analysis of the trainee's work characteristics and the
job setting ‘over a period of several consecitive days will
usually yield. information which will facilitate 'program -
planning, . '

- .

Working Without Supervision :
Self-Initiated Performance

Probably one of the most, frequently -heard complaints
from employers about severely disabled workers who.are
mentally retarded is that they cannot work independently
over sust?ined periods of time. The lack of self-initiated
work performance can partly be atftributed to educational
programs which foster dependence on the teacher by
students. Limitations in self-initiated work can also be
traced to the initial problem noted, i.e., the ability to
perform only a limited number-of jobs. Those workers
‘who do not. self-initi performance limit their
employability In threg signilicant ways. First, the

Al
»
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pt‘qbablllty of advancément to more stlmulatrng work Is

-greatly diminisheds Second, the perceptions of gme=.
i’a workers may be negative, Tﬁlr'd; the client may los

7 job if the employer gets fired of contmually remlndlng

. him or her of wha?a: to be done,

L4

\'ea r

-

+
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Fading Trainee Assistance *

) F] "‘f' ’
Most: on-the=job traifing progr.a_ms “hich are effectnve
with severgly handicapped individuals provide for direct
tsainer assistance and guidance. Helping the client adjust
. 1o the job is *an’ jmpor tant part of the supervisor's Yole. .
This form of intervention is usually welcomed ‘by. the
compan; supervisor, who- is looking for' assistance as
. well Unfortunatefy, the mchv1dual _will

effon' to fade (reduce) the amount of assi
_ number of hours and minutes prov’lded
" be recorded, there% yrelding a~daily
{ mérk of gundanCe R
oo . e
s
» 3

. - W “" ) -
TECHNIQUES FOR ovpneagm‘;s
ON-THE-JORFTRAINING PROBLER!

LI 4

~

W -
£

ot -y ) ' .
There are’ several basic instructional téglﬁlques which
may be used to oyercome thé .proBfems’ described
. previously. These techniques-are not complex, and when
prov1ded an orderly seduenge, Can facilitate. behavior
, changg ( befto & Schofleld, 1979; York, Wllliams &
Brown, 1976). .

- \
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3 ‘Verbal Instructions

The initial fou% of assistance oiferegl. should be a verbal
cue or.instruction to correct the problem. ‘A verbal cue
may also be used to incregse rate or to prompt a sequence
of self-initiated work behaviors. Verbal instructions are
the most natural form of cue or &sistance provided in
work settings (Schutz, Keller, Rusch, & Lamson, 1979).
With severely handicapped workels, instructions should be
and short and direct and minimize extraneous words
(Wehman & Garrett, 1978). Inservice trammg ‘of
employers and co-workers in the traiheé's: work
environment should include.the type of verbal cueing
which is optimal for the trainee.

o *
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Gestural Assistance

-4
*

Pomtmg is- another effective means of elicjging behavxor
from sevegely handicapped workers: Palrm!a verbal cue
with a geWture or looking in the-desired direction are
other acgeptable Tormats of communication in most work
establishments. Gestures 'freqdently aré-more effective
than verbal- cyes alone with clients who have ditficulty in
processing. what the supervisqr is.asking. Gesturing is also

+ a more universal form of commubication which allows

- nonverbal clients to initiate and receive social
interactions. . :

.. , 8

. b g L
Modeling Demonstration

S\howing a client how to d¢ a job is a more invelved and
tinre-consuming form of instruction than merely using
+ cues. ldeally,* preemployient trammg should already
have taken place so “that job profxcnency is not a question.
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L d
Also, for modeling to be a successful instructional-
strategy, the client should be able to imitate, Inservige
of employers in modeling techniques should reflect the
necessity of demonstrating  skills in small steps or
clusters, . .

-

Physical Guidance

Some clients will require-hapds-on assistance and manual
guidance in completing portions. of a skill. Fast-paced
“work environments are not usually the ideal places. for
-this type, of training, which requxres precise instruction.
It may be, however, that a new plece of equipment is
1ntroduced o the client'sdiob role is expanded to include -
- new tasks; if so, thdlY physical assistance may be
necessary. | ‘. -

Practice

' L]

Establishing a’ work routine which provides substantial
practlce and repeated trials on a task(s) is the surest way
of increasing werk proficiency, even. though extended -
practice will probably not be possible while on the job. In.
tramlng“ of severely retacded workers, however; it is a
0od practnce to start on a job with few tasks initially,
i.e., running a freight elevator, cleaning pots, or wrappmg
X snlverware.

‘F_eedback‘

-~

Provndnng.mforma:cnon 10 a client as to how he is doing on
a ;ob is, termed feedback. Feedback lets the individual
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know thalt the work Peifg completed is not correct or that -
it is very well done. n either event, it is: good
) idnal strategy to infgrm the individual as soon as
. possible, e'{specially with a néw trinee \

€ \ .

* [

\

b Sdca.l/ Rei;l:forc_:ement

'.‘.

angd compliments. Social reinforcers can
. parents, co-workers, training staff, employe
+from the worker hirgself. To be effectivé they should be
’cgé_&‘]ﬂlngent, ‘that Is,, immediately folw /the target
. aviors being developed. When*a.sever handicapped
«client is néw o the job, immediacy of reifforcemént will
help him understand the relatlonsﬁ‘lp between the special
- attention that \is being received and the job just
© completed. -Labigling, or teiling why reinforcement is
. " being-'given ("Ted, nice job of ‘scraping all the plates!"),
- will also help the glient understand, . :
3 Q

In  fast-paced \work « establishments with ~ ali
nonhandicapped workers, it is still possible to follow these
“principles. It may npt, of coursg, be possible throughout
the workday, but the client ‘may® need this specific-
- assistanGe only on selected parts of the job. The key
factor in inservice for employers is to stress the’
" importance of each &f the above “points in utilizing
reinforcement.  Also, \involving other individuals who
- previously have been éxcluded, i.e., family members, in
reinforcement of the i i in
motivating the worker. :

PR ]
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SPEC[FIC ADVOCACY STRATEGIES

L
o

o ! . i N - . [}
. .
*

As was noted in an earlier section, it may not always be
possnble to foresee all possible qtrcumstances which arise
in a work envirdnment., Therefore, it is necessary to plan
. advocacy strategies which utilize other nophandicapped
individuals who may be willing to assist severely
handicapped, clients. Advocacy involves speaking for or
acting on behalf of the handicapped individual. It cannot
" be. & passive process; it must be planned, not left to
chance. Ultimately, if nonhandicapped individuals in the
. workdenvironment can be enlisted to assist the client.in
work adjustment, the probability of long-term job
retention is higher. Several specific advocacy stratggies
will be described which may be utilized in job placement
and retention programs for severely handicapped persons.
‘[he basic assumpnon is made that a teacher or ceunselor
is initially present in the work envnronrment to provide
training and advocacy.

- +

-

F ’ .
Y’

_Informing Co-Workers of Clientls

Behavioral Characteristics

L

In order to facilitate co-workers' sensitivity toward the
client, it is usually a '‘good practice to discuss the

'+, incoming client with werkers. For example, if Robert is
beginning: work for the first time and is deaf and severely
mentally retarded, it will be' necessary. to alert co-
workers of these disabilities. In additi#i, by pointing out
the posmve features of Robert's atillities a1¢| his
strengths, ie:; strong work "attitude and/or ental
support, co-wOrkers will be able to view Robert with a
more balanced perspectwe.
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In a similar fashios; it is generally wise to discuss some of
‘the expectations and potential which a disabled client will
have for a certain job., There is wide variability between
nonhandxcapped co-workers' perceptiohs of the disabled
employee's work capacity. This is especially true in jobs

. where there are many uneducated nonhandicapped persons
-employed. If co-workers can be prepared for the client's
personality and learmng charactefistics, the initial
steps/stages. of the placement "are facilitated and it is
easier for the staff to fadeassistance.

1
T
- “

"

Maintaining Regular On-Site Contact

’

Perhaps the, most crmcal element in successtul on-the-job
tramu‘}g programs with seyerely disabled, workers is the
sustained presence, i.e., traiping and/or advocacy, of the
job counselor or Feacher. Bearing in mind that most
-moderately, or severel)' retarded .individuals have little -
experience at independent functioning in the real work Orys
community enviromments, it should be apparent that the
initjal entry to .these settings will be difficult wnthout
"assistance. - ‘

R

The presence of staﬁ -initially, is necessary for the
following reasops:. 1) to help train client in_specific joh’
functions; 2) to.help train client in appropriate social
behavnors- 3) to help ciient and co-workers communicaté,
or at least get -adjusted to each other's commumcatnba
' system; . 3) to demonstrate to ~superyisor “the staff
commitment to client adjustment; 5) to defnonstrate,to .
parehts the commitment to helping the client adjusr and
6y to observe and record client progress. .

e

H
Ahhough this approach may be criticized as Whing,.too *
costly or resulting in a difficult fading-off of staff,
realistically it is .the only way with many _severely
retarded persons, espeaally those wlho have Jever
" received *. traiggng tin, competmve .,-enwponments..

1,.;
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Furthermore, it is possibiy the most effective form of
advocacy because it is ongoing and sensitive to changes in
the attitudes of workers and supervisors. ,

i

Helping Client Complete Job

As an extension of the ‘previous advocacy strategy,
helping a client cémplete 2 job may also be utilized as an
advocacy strategy. This should not necessarily be
construed as, performing the job for the worker. In some
cases, howe/ver, it may be quite approprlate to providé
physical assistance when a worker is having difficulty
learning a particular aspect of the job.

Reinforcement of Nonhandicapped Co—Woﬂiers

Looking for opportunities to praise, compliment, or thank
nonhandlcapped co-workers for their support and
assistance in helping a client adjust is another advocacy

- strategy..-Providing recognition.to an employee through a
"written letter .with a: copy to the personnel director can -
be an even more effective means of displayipg gratitude
to co-workers. It'is critical that a positive co-worker-
- attitude toward handicapped employees not be taken for~.
granted. It cannot be assurned that this attitude is-normal -
and therefore should go wnreinforced. | Without

1 embarrasmng co-workers, subtle remforcernent can serve
to strengthen relationships be}ween handicapped and
n&nhandlcappqd employees,

1

T s
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P;'oviding Efaremal-Sulgport in Problem Situations
- - ‘
Parental  assistance’ . and support plus regular
communication eventually may lead to conversion of the
most recalcitrant parents to becoming more supportive.
Placing a client competitively for the first time may
result in the following type of questions:
“ " 1. . What happens to John's SS| payment?
2.  How does Johmget to work?
3, Wil John get too tired He's never worked #0
hours a week.
. & Will'John be alright? Will his co-workers take -
advantage of him?

5. John doesn't need to work -- we give him all‘
. the money he needs,

In order to respond intelligently and persuasnvefy tf these
points, reasonable answers must be carefully thought out.’
It may be that parents #who are extremely concerned
might come to the job placement from time to -time to
see John work. Once parents trust staff, then they may
" become strong advocates of a job placement program.

Such parents can help influence reluctant parents as well.

" Before reaching this leyel of trust, however,” the
mforrpatlonal advocacy described previously is negessary.
Parents may respond negatively only because they are
frustrated and do not know fwhere to get satisfactory
answers, - : ' '

-

Reinforcing Employers

As noted earlier, co-worker reinforcement is necesdary.,
Equally important is recognition for employers who are,
willing to hire séverely retardéd employees. There are a
number of ways to drawrattention to the floor supervisor.
or department director who supports disabled employees.
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These include: 1) employer plaques or commendations
which Jeave a permanent product in the employer's office;
2) reports to the television or newspaper media describing
the employer's efforts; 3) newsletter for other employers
which describes the affirmative action efforts of your
employer; 4) letters to the employer's supervisor
expressing thanks for assistance and support; and 35)
written or verbal thanks and cornpllments directly given
to the supervisor. , '

Although these techniques are not extensive, it is onge
again a question of not leaving the. willing employer
unattended or taken for granted. Employers can and do
vacillate; that is, they may change their minds about
hiring handicapped persons. Also, they may be -under
.covert pressure from other subordinates not to hire
moderately/severely retarded people to do jobs similar to
those of nonhandicapped co-workers. Meeting these
pressures successfully and maintaining an affirmative
actiett program for severely handicapped workers must be
reinforced.

. FADING STAFF ASSISTANCE

FROM THE JOB SHE

To this point, discussion has centered on appropriate”
* assessment variables, job-site training problems and
techniques for solvmg these problems and client advocacy
at the job site. It is also important, however, to consider
strategies for fading staff assistance, i.e., the gradual
removal of the teacher or counselor from the job site.
The strategies below may be .‘'utilized to facilitate a- »
systematic reduction of staff time.

L

‘ t




Transferring Verbal Control from
“Statf Trainer to Real Supervisor

Initially, all training, prompts, and job requests may be
_fiitered from the real supervisor through the trainer to
the client. This is especially true with nonverbal trainees
or other clients with special problems which might
normally inhibit employer communication. As the number
of trainer prompts approaches those normally required to
direct a nonhandicapped worker, the trainer begins
involving the real supervisor in the worker program. This
is done initially by modeling worker prompts while the
real supervisor is in close proximity. The trainer can
later explain to the real supervisor what prompts have
been necessary to enSure the client doing his or her job.
In addition, it must be restated that the trainer wiil not
© always be able to remain on site full time. ,

Reduction of Superv;smn and Client

Accessibility to Trainers

[
A second technique for overcoming employeg and client
dependence on staff is to reduce Systematically the

trainer’s presence. This promotes the number of

supervisor-client interactions and transfers the locus of
controf to the real supervisor. The initial periods of
trainer absence should be during a. time when- the
operation is at a slower pace and when the manager is not
under pressure. The manager will be more likely to offer
. additional - time to work with the client. Eventually the
trainer's presence s, reduced over more days and during
higher pressure times. Each client- will requi#& differing
trainer reduction schedules. In addition, some minimal
assistance may be negessary on afcontinuing basis for
clients with more sever§ disabiljties, where I€ss disabled

" 12y
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[} .
cilenis may be ‘maintained with lxttle or no follow -up

serv CE% .

-
’

Tg-an;;trring Reinforcement
,of Client to Real Supervisor

Early in‘traibing the client is’ frequently rompted and. .
reinforceld by the trainer. In some cases, tge client, may
even rqceive his or her payroll check‘irom the trainer who
can help the-.client through the check-cashlng and
-depositing process. ° Once the <client realizes the
s‘igmfncante of  the paycheck, however, it is important for
the .supervisor .to present.‘the clientis check. Modeling
verbal remiIOrcement while supervrsory staff is present,
and explaﬁmng to the supervisor the benefits of paying
attention to work well done must be initiated as the
trainer begins a reduction in<the time that he or she is
present. Changing project staff during training facilitates
easier'generalizatioh from supervisor to supervisor. ’

/
Teaching Self-Reinforcement

Teaching the client the Significance of the paycheck and
producing a chart showing daily earnings may facilitate or

« illustrate a basic self-reinforgement technique. For.
example, one client's job is to remove and stack dishes,
pots and silverware as they come through the dishwashing
{achlne If the client is not fast enough’the machine will
stop automatically until he or she can catch up. The

" client may be taught to self-monitor and self-reinforee Dy
making statements to himself or herself such as: “Good
~job, the machine has only stopped two times this
morning."”  Anothe€? seif-reinforcement technique , is
matching Migh levels of behavior with reinforcement such




w$

-~

as allowing the client to give himself or herself shorl -
breaks when caught up of when working ahead .of
criterion., Self-reinforcement techniques can_be utilized
to help maintain criterion levels 91 performance as the

’ t‘rainer begins reducing hjs or her time out.

-

Use of Co-Workers

Enlisting nonhandicapped co.workers in the training
process will, in the long run, facilitate job retention. it
Jmust be recognized that once a trainer begins to ;Nithdraw
from the work site, the co-workers are- the peer group
with which the client must interact acceptably. If these
individuals are helpful and supportive, then the effects of
the client's disability may very well be minimized. On the
other hand, if the individual is not accepted, then
complaints to the supervisor may eventually result in
termination of the client. )

A suggested practice for having co-workers become
involved is for the trainer to gain rapport with them by
explaining about the client's disability, background and
relffted behavioral characteristics. In this way, co-
.workers will not be shocked or upset at the intrusion of a“
disabled inciiiidual into their work environment.

: ‘
Unobtrusive Observation Schedules

-

When workers, handicapped or nonhandicapped, know their
behavior is being recorded and obsérved, they usually
work faster {e.g., l%her, Wehman, & Young, Note 2),
This finding suggests that the presence of a trainer may
affect the performance of clients. Therefore, another
" suggestion for fading -invoives trainers observing clients
unobtrusively or sending unfamiliar staff members to
record an individual's progress. "

170
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L ‘. CONCLUSION

This chapter has presented some critical program issues’
relevant to the placemént of moderately and severely
retarded youth and adults in nonsheltered work settings.
‘I‘he approach advocated in this chapter is characterized.
byt 1) behavioral assessment, 2) analysis of potential
work environments for the severely retarded worker, 3)
problems which arise oh the job site and methods for
managing these problems, 4) advocacy guidelines,.and 5)
strategies for fading staff time from a job site. For
. supportive |ong-term data and case studies which
empirically document this approach, the reader is
referred to Rusch and Mithaug (1980}, Wehman and Hill
(in press), and'Wehman (in press).

The placement of moderately and severely retarded
individuals into competitive employment has taken place ’
infrequently. Yet tife training technology is available for
this type of vocational placement to become a reality for
many more severely handicapped persons. It is incumbent
upon teachers, counselors, and administrators to work
closely with employers and parenté toward this vital
* * habilitation goal.

s,
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