DOCUMENT RESUME

ED 318 201 EC 230 831

TITLE Quality of Life. NARF Monograph Series.

INSTITUTION National Association of Rehabilitation Facilities,
wWashington, DC.

SPONS AGENCY Office of Special Education and Rehabilitatiwve
Services (ED), washington, DC.

PUB DATE Dec 88

GRANT GO08745415

NOTE 2lp.; For a related document, see EC 230 B3C.

AVAILABLE FROM National Association ©f Rehabilitation Facilities,
F.0. Box 17675, Washington, DC 20041 ($2.98 members;
$£5.00 nonmembersj).

PUB TYPE Information Analyses (Q070' -- Guides - Non-Classroom
Use (055)

EDRS PRICE MF0l1l Plus Postage. PC Not Available from EDRS,.

DESCRIPTORS xDisabilities; Independent Living; =*Institutional

Advancement; Marketing; Organizational Development;
Program Effectiveness; *Program Evaluation; *Quality
of Life; =*Quality of Working Life; Rehabilitation
Centers; x*Rehabilitation Programs

IDENTIFIERS Supported Employment Programs

ABSTRACT

Oriented to rehabilitation facilities that are
interested in maintaining and expanding their markets, this pamphlet
presents publication excerpts that provide an understanding of the
impact of organizational quality. The exXcerpts emphasize development
2f quality products and services through motivati~n of staf?f,
effective communication, use of small divisions and quality circles,
adaptability, and little formality. The role of quality of life in
the community integration/community living movement is described.
Elements of quality of life, such as empowerment, friendship. and
being valued, are described. Supported employment is cited as a
vehicle that may improve quality of life by adding work options.
Basic ingredients involved in gquality of wori life are examined.,
along with the role of rehabilitation facilities in focusing their
attention on these ingredients. ¥F.nally, the position of the National
Association of Renhabilitation Facilities is stated. Includes 29
references. (JDD)

AAXAARKEA XL RARAE XA ZAXAXXXAAIAIRAR R AKX AR AIAXRARARARNA R RAARRAXAFAAAKRAAARXR AR AR AR ARRK A AR K F

b Reproductions supplied by EDRS are the best that can be made *
* from the original document. *

KKK R R R KR KR KK K KA A AR K R A KRR AR KRR KA RARRAERXAXRARKAARKA A AR T AR A KRR AR AR KA KRR KA Kk




e
i
T
i
H
y i
{
i
i
§

ED318201

Y 5
ERIC

Aruitoxt provided by Eic:

)
b

U. 85 DEPARTMENT OF EDUCATION
O e of Educationa Research and iImprovement
EDUCATIONAL RE SOURCES INFORMATION
CENTERERIC)

Y Thig dci urmert has been reproduced as
received from the perseon ur organizaton
Irginatng ot
Moo - Ranges have Deer made 1o mprove
repeadur boe Guaity

@+ oanfe ot Gk ot e non g Statec i this A0l

mant . ni ! ne. pasanily tepresent othoal
GE R DOm0 (R

,
.
;
i
|
:
i
P
ot
:
¥
HE
o
Lo
t
!
H
P
.
i
H
]
X
H
1
I

"PERMI.SION TO REPRODUCE THIS

MA

ERAL IN MICROFICHE ONLY

HAS BEEN GRANTED BY

- )’/ —
- .

i v

7 .

WS B

TO THE EDUCATIONAL RESOURCES
INFORMATION CENTER (ERIC) "

BEST COPY AV AILABLE



Quality of Life

This projects parially tunded by the Office of Special Pducauon and
Rehabilitanive Services, ULS, Departeaent of Bducation under grant number
GOOS745415.

© 1948 The National Association of Rehabilitation Facilities
P.O. Box 17675
Washington, D.C. 20041

No portion of this monoeraph may be reproduced withowt the express written
consent of the Nauonal Association of Rehabilitation Facilities,

C.




E

Quality of Life

Speaking of quality assurance, Hank Bersani stated in a recent TASH
newsletter: "We must turn to indicators of presence and participation in the
community, developing interpersonal relationships with others without
disabilitics, personal choice and sclf-determination.” (October 1988, p.2). An
underlying theme of many recent discussions on oppontunitics for persons
with disabilitics has been consumer satisfaction and quahity; particularly,
quality as it relates to indrvicual preferences, opportunitics, and outcomes.

Quality is one of the key words of the cightics -- quahty and excellence, From
In Search for Excellence (Peters and Waterman, 1982) right through to Peters’
latest book, Thriving on Chaos, resounding messages ring out: quality makes
a dufference, quality brings profit, quality work conditions contribute 10 quality
products, the quality edge, the market for guality, people will pay more for
(uality.

Excellent fiems don't believe in exeellence -- only n constant
improvement and constant change (Peters, 1988, p. 4),

Rehabilitation facilities that are interested in maintaining and cxpanding
markets muy once again learn from the business guality movement. By
studying the movement, facilities should be better able 1o understand how to
advance the quality of living of persons with disabilities. Both the current
business and community integration/supported employment movements focus
on quahty work conditions, employee job sausfaction, and creative ways of
constantly improving. The connections between the two movements also
bridge management concerns with quality of rehabilitation programs, preparing
ior charge, and improving conditions for persons with disabilitics who are
both the consumers and the providers of services funneled through
rehabilitation agencies. As Ann McLaughlin, Secretary of T abor, stated last
May, "producing quality poods and services requires a quahity workforce”
(1988, p. &).

The following excerpts from recent publications are presented 1o assist with an
understanding of how orgarzational quality affects markets and services, How
organizational quality influences the hves of persons with disabilities is then
examined.
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Advice on Quality

* From The Winning Performance: How America's
High-growth Mid-size Companies Succeed (Clifford and
Cavanagh, 198%):

The best companies seem (o contain a  special renewal
ingredient.. . dynanic adaptabihity -+ a restless drive that permeates the
organization and asserts that the job is never done; that no product,
service or function is ever good enough; that the scarch for more, new
and better must go on (p. Y0).

.. They have an unusually clear vision of their distinctive roles.. they
have an acute sense of the basis of their competiuve advantage (p. 90),

Good, small companics have some of the best organizations you'll find
anywhere because they have so little structure and formality. There are
only two things that matter: the quatity and motivaton of the people,
and the vahidity and power of their common goal... the trick of bigness
18 1o keep a diverse, often dispersed group of personalitics working
together productively <o they can succeed i the infiniely vanied
activitics.... {p. 74).

Four general themes... run through the culture in most of the winning
performers: carned respect, evangelical zeal -- an honestenthusiasm... a
habit of deahing people in -+ the radition of communicating just about
everything to everybody in the organizanon and a view of profit and
wealth-creation as inevitable by-products of doing other things well (p.
14).

Schaving successful customiers... (s) the compaimy's most important
objective(s) (p. 106).

LA company -- sonwchow mest
I Attract and monvate people of rore competence and character w hose

capabihties fit the necds of the busimess and whose persoratities it
its culture and thereby lend themselves to collaboration,

1~

Communicate a consistent message of corporate values, objectves,
and ways of doing things across growing geographic, personality and
functonal gaps;
O

2
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3. Nurture a deep-felt ambition and determination to be outstanding --
even while the connection between the individual tasks and the
overriding mission of the corporation becomes harder 1o
comprchend; and,

4. Keep changing things, often dramatically. in anticipation of and in
response 1o developments in the outside world and 1o new ideas
generated inside (p. 76).

In reference to the winning companies,

They keep divisions small. They break divisions into profit centers...,
They drive toward clear financial objectives. ... They pay for business
success.... They foster values that sapport innovation and individual
frecdom (p. 83).

Consider Quahity Circios-- groups of employees mecting regularly 10
identfy, analyze and solve quality concerns.

Our top priority is caring more, This is our only busiress (p. 94,
From one of the top ten winners, the "Cray Style":

First, quatity - in producis, working environment. people, toals,
components... the company has decnded o emphasize quality in every
aspect of s work, Sceond, informality . third, fun...fourth,
professionalism - "people are reated hike and actlike professionals fand]
trust cach other to do their jobs well, and with the highest technicil
standards " and then, tinally achievement and the creativity of individuals
(n IR,

* Ready Tor further wisdom? More, from Thriving on Chaos.

O
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Lo Los Angeles wath a population of 13 nutiion, 907 work in small
firmis of S0 people or fess,
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There s a rend towards subcontracting.

Ao There s a coming age of reductionism: the Japanese passion for
sndlness.
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13.

14.

15.

16.

New markets demand flexibility and speed.

Only 34% of the major technical innovations come from giant
firms,

With large corporations it is more difficult to risk and large firms are
burdened by high costs of internal coordination.

One need is to retrain employees -- to increase the value of labor.

The winning look: flatter, more autonomous units; differentiation
with niche markets; quality consciousness; service-consciousness.
Organizations are more responsive and faster at innovation, with
highly trained, flexible empluyees.

Organizations necd . wlerance for failures, encouraging innovation;
a porous organization listcning intently to its customers: a
flexibility through "empowered people prescriptions” -- based upon
high involvement, minimal hicrarchy, and increased rewards based
upon new performance parameters (quality and responsiveness).
Think about creating rather than sharing markets.

Capitahize on the small distinctions between onc's product and
others.

. Quality equals profit.

. Consumers arc willing to pay 50% more for gnality.

Mast quality systems fail for one of two reasons: they have systems
without passion or passion without systeris.

Quality should be measured - should begin at the outset of the
program measurcments and should be visible; quality should be
rewarded

Quality improvement is the primary source of cost reduction,

Quality should be recognized as a virtue -+ something 1o be sought
for 1ts own sake -- not just a profitable strategy.



» These books also provide some advice on what not to do:

Don't adopt a review and evaluation process [that is) so cumbersome...
don’t fear over competition... don’t overcontrol people or abandon them.
(Clifford and Cavanagh, p. 88).

« Peters (1988), in discussing how to package quality, urges
careful monitoring, the right pacing, the right mix, and
balance -- the wrong combination can miss the mark.

Quality and Community Integration

[stany wonder, with the socictal emphasis on quality, that professionals in
the rehabilitaton field and others assisting persons with disabilitics arc also in
the midst of "quality " discussions? “"Quality of life” has been and remains a
key component of the community integration/community living movement,

Some of the basic issues rclated to supported employment, community
integrated environments, community living, independent living, and lcast
restrictive environments originate from a focus on quality of life and quality of
work. The issues involve how to affect socictal change so that persons with
disabilitics are afforded the same rights and opportunitics as are non-disabled
persons.

The community integrauon movement is interested in achieving somcthing
beyond independent living, community work, or more normalized expericnces.
The heart of the movement is to obtain the conditions necessary for true
acceptance and integration of all persons. Commitments have becen made
focused on discovening ways to humanize services, cqualize status, socially
integrate, and achieve "social role valorization” (Wolfensberger, 1983) -- or to
arrange conditions so that people with disabilities are valued
members of communities -- 1o achieve conditions so that friendships
with persons with disabilities, persons with differing mental abilities, persons
with dilfcring physical capabilities or cmouonal strengths and weaknesses are
valued, encouraged, explored, and a punt of everyday life.

Empowerment

One major tenet of the quality of life movement as the right of freedom of
choice, or empowcerment. As Burton Blatt has stated: "Is anything more central
than being free -- simply being free? Retarded people can live, can have
meaningful hves only of they are free. Inthis regard, they are no different

O
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from the rest of us" (1988, p. 327). Yet, the regulation that has occurred and
is still occurring, the restrictions that have been placed on activitics, privacy,
time away from residential living quarters, and participation in community
activities all contradict empowerment. This is not to say, however, that many
of these regulations have not served a purpose,

Pegulations sometimes have been added 1o influence quality. One such
regulation involves the length of time beracen breaktast and lunch, That
regulation has meant not only that individuals have a protected expenence of
"spaced meals™ approaching the most desirable cating schedule, but that
persons inintermediate care facilitics have had 1o rise at 7:00 cach morming,
even on weekends, in order o mect this regulation, Thait s hardly a normal or
cmpowering way of conducting one's hife.

Other regulanons or restricions huve had economy and planming for a group as
their basis. Liniited use of vans, and carcfully scheduled "ticld nps” 1o
community centers, shopping malls and fast food establishments tatlinto this
latter category.

Empowecrment, by dehimpon, retlects an andividuahized tocus on a
person-by-person hasis. Systems and programs withm those systems need to
be restructured and reexcunined i Light of what service deivery muodeds make
sense, Both decision-making and experienaing the resalts of one's decisions are
a part of everyday hite for most persons, Deciding whether to cat at
MacDonald's or Burger King, deanding when to go to the mall, what stores to
visit, and whether o o with a fricad or alone is normal. Experiencing the
cliects of overspending a budget also iy normual. Providing opportunitses for
persons with disabalities 1o have these experiences s sometimes in direct
conflict with previoas policies, policies such as “carctully and consistently
providing help and support.”

Onc techmqgue that hus been used to provide the individual with the need 1o be
responsiole for nmy/herselt and (o experience the effects of his/her chorees has
been "shadowing” or watching trom g distance 1o ensure safety and reduce
risks, That techmque has been used widely with transportaton ihus niding)
vaming. It alse can be etfective tor other community activities. Other
technigques also are avalable 1o provide more oppottumities for chowe and
community interaction, while sutl providing appropriate sateguards,

Empowerment as g quabiny of hife paue has been operationahized by Keith,
Schalock & Hottman (1956} by considenmg the degree of environmuental
control. amount of ~ocabnteracton and vanety of comnunity utithzation,

ERIC © 9
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This structure provides a possible framework for measuring quality. In the
cawe of "1egulated meals”, an examplc of a quality standard is: "the individual
shall be given choices conceming meals and mealtimes, and the option of
providing one's own meal.” Such a standard provides a better indicator of
quality than a standard such as "four hours will clapse between meals,” a
standard which at first rcading muy appear 10 be just as beneficial. To
facilitate quality development, many previous practices need 1o be examined
under the same microscope that located the difficulties with "spaced or
regulated meals.”

Empowerment also is up to the individual, Agencies can promote or gnpbic
empowcrment through providing opportunitics and structuring lcaming so that
individuals gain practice and expericnce making cftective choices; however, the
ultimate choices and opportunitics o direct one's own life rest with the
individual,

The bottom line with quality for people who have ied restricted lives involves
expanding their environmental control, social interaction, and access to the
community. Rchabilitation facilites have been wking actions to assure
greater access 1o the community. Expanded provisions for supported and
transitional ecmploy:nent are a part of this involvement. Within rchabilitation
facilitics changes have been made in administrative structures, the use of
personnel, marketing, and planning. Because rehabilitation facilities have
extensive experience in providing quality services, negotiating with state
agencics, and working with employers as well as coordinating with residential
providers they are in an idcal position to expand their role as “quality
coordinators.”

Friendship

Another fngjor assumption of the uaiity of Hife movement is that fricndships
and mcaningful social interacuons add to onc’s quatity of life. "Joshua circles”
(Perske, 1988) refer to one such structure that has been imiplemented to break
down walls and make significant changes in the hives of persons with
disabilitics through establhishing fricndsiup networks. With Joshua circles,
friends, not staff, are the persons who assist, who are there o share things
with, who spend time with  persons who have disabilitics. With Joshua
circles, problems are solved through a "fricndship™ and not a burcaucratic
mindset. Friends help with jobs, fanuly, personal and monewary concerns.
Frievids Lnggh ogether, go places tepviher amd share ther bves, Such sappont

and the sell oo sy fontored by wach fnendsb g e cracal v all our hives,
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The friendship model of assisting persons with disabilitics originated in
Europe. In Swizerlund, m small communijties, people help eacn other out in
a natural, less orchestrated way, creating places for people w fit into socicty,
with staffl "living with and among the handicapped (persons], not simply being
their carctakens™ (McCleary, 1985, p 2043 With the friecndship oricntation,
indevidual differences dre recognizad, acknoa ledped, and dealt with -~ work is
adapted, expeciations are adpnted. success i ndividuadized and collaboratve
eftorts are encouraged.

This concept of quahty of hie goes far heyond measures of wages, hours
wotked, or community interration. While these former measures may be
important, the center of quahty of 5l fron the frendship perspecuve is on
individua! relationships and quabiny of interu ions - teehing valued, accepied,
and a part of ongoing, dav 1o day hife Many andividuals have valued
friendships within sheltored work progianes Muaintaining fricndships and
avinding solaton an diodaals vove anto the coimmumily are Concerns,
which if not addressed, could Lead 1o dissatisfacion and a reduced standard of
hiving.  Carcful monitonmny, plansing and programming for sogial
development are needed and Cantiof b Lo o e as persans transiion into
commumity cmployment,

Many dircCt tamimg stalt i tacilices alo have been partucipating o after
work social activition wigh sapponiod siployees. These staff, given
wformation on how (o g aoth inendstope on the Job” v Chadsey-Rusch,
1a83), can procecd 1o further develop and strengthen fricndship opportunites.

On Being Valued

Bercovier A119%3 along wih others, has desenibed the mdrginal statys of
persons with disabilitics. and e partioular, persans with mentad retardation,
Farher (10630 had referied o "sdiptus propulanions”, anidea used o deseribe
s)egtnents obsocrets which are notnceded Accordmyg o this theory, however,
even thou shosurplas popaiaions are devalaed, they are contral to mamntaining
cortn features of the wocoty of whnch they are 3 part. Onc role they assist
With s the geacraton of pecid netontiogs aind s e delivery sysiems,
systemis which bose thers v dence on the devalued statos of others and
Systersowlchow b he Bt prosecd ot cnnes” were su Bendy available Seald
CROT 7 s voni e i that o e g erated” proric, "hemng an the

CORNLTY o ca cn o e Bk Een c 1977 w0 s diseassed the
N T e s bor theose andientnals state
" T Colbovadoe s b et Dol s aion i the
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Bercovici, in Barriers to Normalization: The Restrictive Management of
Retarded Persons (1983), provided direct examples of the simall social systems
which have been created in communitics. These systems are quite differen,
from other subcultures found in socicty at large and the members of these
systems often are stigmatized by obvious physical or menial handicaps.
Geiger (1975) has suggested that in order to understand these persons, it is
necessary to understand the effects of lifetime socictal supervision -- the
surveillance or control of the state and its agents to which certain populations
are subjected,

In improving the quality of lives for persons with disabilitics, one way 10 get
“great gains” is 1o search tor opportunitics that, without question, enhance
therr status. An example of such an opportunity 15 Project Vital, a project
which trains persons with developmental disahilities o be part of video
production crews. Additonally, Project Vital has Jeveloped twelevision shows
interviewing persens with disabilitics on their "Drcams and Wishes”™ and has
developed television shows based on their interests, needs and concerns. Alan
Dachman, Director of that project, has stated: "Fersons with disabilities hiave
o come out. There is nothing wrong with being disabled.” People, all people,
need 0 hear this message and stant beheving it

The Relativnship of Friendship, Being Valued and Fmpower-
ment to Supported Employment

How do fncndship and empowerment relate o supported employment and
overall quahty of work? 1f these conditions were 1o be measured with quality
of waork, then questionnaires or observations of one-to-one interactions and
group aateractions would be useful.  Questions about topics discussed,
cmotions shared, advice given and sought would be included. Sipniticant
OHICES -~ CIpieYers, PAFCHLS O guardians, sibhings, counsclors, tamcrs, peers,
and friends sl contnbute valuable information onanindoadual s uality of
hte. Tune spent by selt - recogmang the necd for some solitude and privacy
=oversis e spent with othiers could be another impottant measare

At wark, persons who are well accepted and valued und persons who have a
quahity work experivne e are hikely w feek re pectand 1o be able o share jones
ot parseaal sioties. These persons are bkely o contnibute valuable
wformation op work as well - infermaton on pecitic procedures 1o follow
and orgase on of work sk These porsons also are Bikely w be mvolved in
chor o dciagn i-:—.:lr\él'-é.' - !.‘i(') have sonne wiy i thein woork Liour, tasks,
working comblions and hature career plans. Persons wiath quality work
Q
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expericnces have enough experience 1o have developed preferences and to
recognize opportunities to increase work satisfaction so that the quality of
their work expericnce continues 10 evolve.

Of{ vourse in the evolvement of this quality work experience, things will
fiuctuaice. As conditions change and gains are made in one arca, it is likely that
dissausfacuons will emerge in another arca. So, what is of forcmost concern
is not the "still picturc” but rather the pattern over a period of months or
years.

Definitive studies of fricndships in a variety of work environments have not
vet been conducted, however, the only really fair test is to give individuals
expericnces across environments and then ask them to evaluate the experiences
or indicate their preferences. Recent discussion of qualitative methods (Biklen
and Moscley, 1988) provide the background information on techniques which
could combine interviews and observations to better understand individual
preferences and how friendship preferences fit into more global work and
environmental preferences,

Perhaps supported employment will be a part of the vehicle to oblain valued
conditions, perhaps transitional employment, or work adjustment or valued
work at a scegrege.cd site will be the means. What is critical, however, is
having options and adding supported employment adds options.

Choice and Work

Choice at work involves, among other things, choice concerning onc's values
about work -- 1s money morc important than the type of work one docs? Will
working with fricnds, or at a convenient location or with a well-liked
employer be more important than wages or benefits? For persons without
disabihitics, the criteria or conditions for satisfaction varics and even fluctuates
for the individual as the employec adjusts and adapts to new situations over
ume. Itas logical o assume that such fluctuation also occurs for persons who
have Little or no verbal ability and have difficulty communicating preferences
or for other persons with disabilities who, for whatever reason, are not
communicating their preferences. (These reasons could include lack of training
or expeniences with preferences, trained passivity, fear, or lack of awareness).

A recent work satisfaction survey of 23,000 respondents conducied by
Psvchology Today ~hows that for persons without dhsabuliios, wopes and
benelits ranked namber 12 and U outof 150 The rdy alsondicatec i the

following were ranvod ot angperionti v s en b0 e T
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* a chance to do something that makes me feel good about myself
» a chance to accomplish something worthwhile

= chances to learn new things

* opportunity to develop skills and abilities

* the amouni of freedom [ have on the job

The study also reported that two-thirds of the respondents were unwilling 1o
accept a higher-paying job if it meant less interesting work.

A Review of Quality of Work Life for Persons Without Disabi-
lities: What is Important?

Quality of work 15 a subset of the larger dimension, quality of life. Work can
dramatically affect onc's overall quality of life, due not only to the number of
hours one spends working, but also due to: 1) the affiliation, identty and
satisfaction one gains from one's work: 2) the contribution of wages W buving
power and opportanities to participate more fully in desired activities: and, 3)
the opportunitics provided to learn and gain social skills which transfer to
other arcas of hife.

"Quahity of work life” is a phirase which onginated with General Motors and
the United Auto Workers to detine the degree of satisfaction an cmployee has
with the work process (Kern, Riley. and Jones 1987). Quality of work life
refers to "the deyree to which members of @ work organization are able o
satisty important pessonal needs through their experiences in the organization”
(Hackman & Suule. 1977, p. 4y, Basic ingredients include (presented in an
unranked ordery:

o Adequate and far compensation,

« Safe and healthy cnvironments,

* Development of kuman capacines.

o Growthund secunty.

« Social mtegration.

o Constitutionalisi (hie rights of the worker and how these rights can be
pro{ectad).

 The towl Bite space (the balanced role of work m one's hich,

© Social relevance (when organizations act i socially irresponsible wWays,
cmployees depreciate the value of their work and careers .

Hackman and Suttle turther sugpest that the quahity of work life and
organizationad cltectiveness are interdepenident; change in needs or expe tations
moone can hiave g najor mipact on the other Tndividual ditferences, including
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differences in backgrounds, also affect one's perception of the quality of work
life.

The literature on quality of work for persons without disabilitics contains
many rcferences to Maslow's "Hierarchy of Needs” (Maslow,1954),
McGregor's "Theory X and Y " (McGregor, 1966) and Herzberg's "Theory of
Motivation” (Herzberg, 1968). A ncwer thcory which also has played a
significant part in promoting new conceptualizations of employee satisfaction
has been advanced by an Amcrican rescarcher of Japanese origin, William
Quchi (Ouchi, 1981).

Maslow’s hicrarchy of necds is built upon the premise that needs must be
adequatcly satisficd 2t cach level before an individual moves on to consider
higher level needs. The five levels of Maslow's hicrarchy are: basic existence,
safety (shelter and security), social needs/needs for affiliation, esteem needs
(activities that recognized their contribution o groups), and self-actualization
(growth or the need for achievement).

McGregor articulated the difference between classical management, Theory X,
which states that there is no satisfaction in work itself and that employees
must be tightly conuolled since they are not enthusiastic about work and
Theory Y which maintains that workers exercise self-direction and seck
responsibility when motivated.

Herzberg's theory, also known as the motivator-hygicne theory, bases
motivation on two factors: 1) those issues and activities that prevent
dissatisfaction but do not motivate employees to actually grow; and 2) issues
and activitics which provide an impetus for growth. Herrberg postulated that
sccondary issues related to employment (hygicne issues) such as working
conditions and safcty form one category and issucs central to one's work
responsibilities belong to a separate category (motivators). Herzberg argued
that when cconomie rewards and fower-leved needs are not met they become
hygiene factors and deterrents to motivation and productivity. Although some
controversy surrounds Herzberg's work, his theory has been instrumental in
promoung the need to build mouvators 1nto jobs.

Ouchi’'s "Theory Z”, based upon McGregor's work, suggests that organizations
which are the most productve are egalitanan. Furthermore, these organizations
have employees who participate fully in running the company and have leaders
who exhibit suble concemn for interpersonal relations.

S e
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When considering quality of work, it is also important 1o attend to changes in
employee needs and concerns over ume. Hackman and Suttle (1977) have
reported upon the following major stages and processes in development of
carcers:

St
.

The exploration stage.

2. The cstablishment stage, including getting started, and first jobs, and

socialization by boss, peers, and subordinates, and the reality shock of

what the work is really like,

Times of leveling off, transfer, and/or promoticn,

4. During granting of tenure when feclings of being accepted by an
Ofganization may arise of a crisis of rcassessment may occur.

5. The maintenance stage (mid-carcer: growth; late-career: psychological
preparauon for reurement and deceleration in momentum),

6. The decline stage (formal preparation for retirement, learning o accept a

reduced role, and accommodations to family and community.

had

Quality and Rehabilitation Facilities

In this era of quality concems, the role of rchabilitation facilities has shified
from a focus on protectionism o providing exemplary services and creating
exciting new opportunitics. Rehabilitation facilitics which “were there” for
adults with disabilitics during times of limited resources and attention, arc
becoming increasingly involved with innovation and the provision of effective
services resulting in desircd outcomes (c.g., good wages and working
conditions, and integrated, competitive employment).

In evaluating the role of facilitics, atiention should be focused on both their
evolvement and the array of services which they have provided and continue 1o
provide. Recent critics have lumped together all services provided by
rchabilitaiion faciliues under the umbreBy of “sheliered workshops™ (Moore,
McCuller & Salzburg, 1988). As Joe Campbell, Director of Incentive
Commumty Enterprises in Massachusctts, has pointed out in a discussion of
NISH contracts: "Often the facilities developed a capacity for providing stable,
highly paid work opportunities to clients” (1988, p. 194), The role of the
Commission on Accreditation of Rehabilitation Facilities and their demanding
performance standards should also be acknowledged. During the 1960's and
1970's with implementation of the accreditation standards, many
improvements were made in facilitics and many programs strengthened. These
standards are continually being revised to continue reaching toward
contemporary standards of exceller. ¢,

Q '»
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In retrospect, facilities pieccd together opportunities for supervision and
training cven when resources were himited. As facilities developed their
industrial capacity and obtained more sophisticated contracts, there was more
emphasis on work productivity and, of necessity, on meeting quotas required
to maintain an adequate supply of work that scarce resources could be further
stretched o improve work conditions and enhance work as a rchabilitation
modality.

Over the years, wark conditions for persons with disabilitics sometimes
improved through investment in new equipment, better trained personnel,
better supervision, better contacts with employers and the community and
better communicauon with decision makers at all levels. Such chianges often
contributed 1o the quality of work hife. Such improvements in work
conditions, however, fell short of creaung optimal improvements in the
quahty of work or quality of life of th. employee with disabilitics. For
example, individual rehabihation plans, a concept borrowed from education,
were developed to fit existing conditions, with limitations necessarily imposed
by legislation, funding  treams, tinancral stuctures, work opportunitics, the
physical Liyout of the workshop and existing contracts.

The provision of approved programs with long-term support and ongoing
supervision has radically altered the concepruatizanon of possibilities for
cmployment and the individuals for whom conununity employment may e
possible. The movement also has hielped o Nt the “cap” on wages for
persons with severe disabilities. What may well have been mpossible to
achiieve without the assistance of one-1o-one supervision, may be very
obtamnable with such assistance. I pracuce, then, greater opportunitics now
are aviniable, mcreasing the Iikehibood of a good match between adividual
needs and dosires and individaad croploy ment and cmpow ernient.

e fovus oin Guadidy, alony wiidi ihe Connnuisty nicgration moscment, has
provided wn opportumity to “dreani.” 10 attenpt o remove ntelectual and
other presupposed burriers and o structure way s to achieve quality without
previously set mitations. Kehabilivation faailities, with greater rescurces and
opportutiiies today, are challenged o demonstrate quality eftects and quahity
results -- quality inoterms of meamngful outcomes for persons with
disabiliies. Higher wages, better bendfits, more integration, more acceptanee
and more tmpowerment are the kev issues,

Many stutf from rehabilitanon faaiies have been an the forefront in
cnhancimyg both work and gencral living conditions for persons with
disabihities through upgrading work cxperiences and concerned case
Q
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management coordination with residential providers. Rehabilitation faciliues,
by adding supported and other community employment opuons, and by
working closely with employers, residential providers and schools in providing
transitional and other community employment have the capabilities of
furthering dreams.  Rehabilitation facilitics also have been the primary
agencies providing supported and other community-based placements for
persons with disabilities and as such are in the position to bring about desired
change (Edelstein, 1988).

NARF's Position and Involvement

In continuing to represent rehabilitation facilities, NARF is atientive 10 both
the high quality programs which have been provided these past twenty years
and the innovative practices of today. NARF also is mindful of the
responsiveness of rehabilitation facilitics,  NARF advocates for the continued
involvement of rehabilitation facditics as the primary providers of
rchabihitation employment services,

New technologies, advancements an cor~orate development, and the
progressive changes n the hives of persons who are disabled all potnt to what
can be accemplished. Facibties should be able to provide services of
increasingly higher quality throagh atention o the continuing, progress in
these arcas. Facilities have often been at the forefront in cmpowering
mdividuals as cmployment has opened doorways to richer and fuller ives for
adults with many capubilities as well as disabilities. Facilities also will gain
the competitive cdye and enhance their credibility through inureasing
cmpowerment and providing opportunities for better wages and better wotking
conditions,

NARF supports facilities moving =0 positions of greater leadership by
responsible teaching and by exp ading consciontions and systemate eftortg
that encourage dedision making ibat 15 done by and not for individuals with
disabilitics.  NARF strongly urges fucilities 1o continue o refine their
programs and services and o wke advaniage of the new community awareness,
addivonal resources, and expanding ciployment options. In so doing, NARF
reccommends that tacilities not neglect populutions they have been serving
effectively, even with the current pressure o focus on individuals with severe
disabilines. Facilities have an obligation to continue to do what they have
done well and 1o inprove those things they can do beter.

Q Y
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